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               ABSTRACT 
 
Unemployment is a huge challenge for the South African government and it has been 
identified as an important variable in the fight against poverty and inequality in the 
country. The unemployment rate in the Eastern Cape Province is higher than the national 
unemployment rates in the country and the unemployment rate in the Nelson Mandela 
Bay Municipality is higher than the provincial average. The purpose of this study is to 
uncover the barriers to employment in Nelson Mandela Bay.  
 
Chapter one presents the rationale and background to the study including the research 
aims, objectives and the scope of the research. Chapter two provides an extensive 
literature review about the major factors that influence unemployment rates, the 
government inititiatives that were deployed to reduce unemployment rates in the country 
and the impact of labour market inflexibility on employment outcomes. 
 
Chapter three provides the research methodology followed in this study and chapter four 
includes an analysis and discussions of the questionnaire data. Chapter five concludes the 
research report with recommendations for policymakers.   
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                                                  CHAPTER ONE 
 THE RATIONALE AND BACKGROUND TO THE STUDY 
 
1.1 INTRODUCTION 
Twenty years into a democratic South Africa unemployment is still high and persistent. 
Despite improved economic growth rates during the post- apartheid era and the 
implementation of the Reconstruction and Development Programme, Growth 
Employment and Redistribution Strategy, and the Accelerated and Shared Growth 
Initiative, the unemployment rates show no significant changes. The official national 
unemployment rate in 2013 was 25, 2%  and the expanded unemployment rate was 
34%.The Eastern Cape unemployment rate for this period was well above the national 
rate, at 30, 2 % and higher than the unemployment rates of other provinces (Quarterly 
Labour Force Survey,2013). The official unemployment rate in the Nelson Mandela Bay 
Metropole was 30% in 2010 and rose to 36, 6 % in 2011. Nationally and provincially the 
economic costs associated with unemployment are disproportionately carried by the 
Black population groups in South Africa. This continued exclusion from the labour 
market leads to a deterioration in the economic well-being and family lives of Black 
South Africans (Kingdon and Knight, 2004; Mohr and Fourie, 2004; Benjamin, 2005). 
The unemployment challenge is currently a huge concern for the government as it may 
threaten the social cohesion and political stability of the country.   
 
In the year 2000 the South African government committed to the 2015 United Nations 
Millennium Development Goal to eradicate extreme hunger and poverty by halving the 
proportion of people whose income is less than $1 a day, achieving full and productive 
employment and decent work for all. 
 
This study seeks to contribute to the existing body of knowledge on the relationship 
between the barriers to employment and unemployment by: uncovering the specific 
barriers to employment in Nelson Mandela Bay; establishing the extent and gravity of the 
effects of labour market institutions and labour market imperfections on employment in 
NMBM; showing which factors and labour market institutions constrain employment and 
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create unemployment in the region. The empirical and descriptive literature is very 
limited on the relationship between specific labour market institutions and imperfections, 
such as labour mobility, job search behaviour, racial discrimination, employability 
enhancement and unemployment in the country.  
 
1.2. PREVIOUS RESEARCH 
Previous studies of the labour market present discussions of potential barriers which are 
in most cases not the focal point of these studies. Kingdon and Knight (2004) in their 
research, speculate on a range of barriers that have hindered the unemployed from 
entering into employment both in the apartheid and post-apartheid eras but do not provide 
a direct examination of such barriers. Ranchod and Dinkelman (2008) investigated the 
job search behaviour of the unemployed by focusing on the rates of flows into and out of 
employment amongst the different racial groups. They drew relevant inferences from the 
results that Black South Africans are faced with barriers that prevent effective searching 
patterns, without actually investigating these barriers.  
 
In their study on the racial employment gap, Brookes and Hinks (2004) focused on the 
racial distribution of unemployment, and found that the employment gap between Blacks 
and Whites has increased between 1995 and 2002 coinciding with an increase in 
employer nepotism in favour of white participants from 9 % in 1995 to 14 % in 2002. 
This research suggests that the unemployed and specifically the Black unemployed are 
faced with employment discrimination, stemming from employer behaviour in South 
Africa. Regarding the racial employment gap, Kingdon and Knight (2004) found that 
about 75% of the African–White gap in unemployment is due to superior white 
characteristics such as education and better location and only 25% of the gap is 
unexplained. They argue that the residual may be due to employer discrimination or to 
racial differences in unmeasured determinants such as the quality of education. Studies 
by Branson and Koep (2010), Branson and Leibbrandt (2013) and Philip (2010), 
investigated the relationship between unemployment, inequality and education, and 
suggest that the unemployed in South Africa are faced with a wide range of potential 
barriers which impede their efforts to find and maintain jobs in the formal and informal 
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sector as well as in their efforts to start businesses in South Africa. Branson and Koep 
(2010) suggest that there are impediments preventing the participation of more of the 
unemployed in informal activity. The South African informal sector performance is quite 
unique compared to sub-Sahara Africa and other economies with similar per capita 
income levels in Latin America and Asia. Informal sector employment substitutes 
unemployment in these countries and consequently leads to much higher employment 
rates in the informal sector (Heintz and Posel 2008; Leibbrandt, 2010:15-17). Cichello, 
Almeleh, Mncube and Oosthuizen (2011) undertook research into the perceived barriers 
to self-entry into self employment in Khayalitsha, Cape Town and found that crime is the 
perceived dominant hindrance to entering the micro-enterprise sector. Other perceived 
hindrances uncovered by this study include capital constraints, transportation costs and 
community jealousy. 
This research is distinct from previous research in this field in that: it will focus on a 
much wider range of factors, such as employability skills, attributes and personal 
circumstances of the unemployed and employed in their specific geographical area. Data 
will furthermore be obtained directly from these groups and the specific and special 
features of labour market conditions in the residential area of Bethelsdorp will be 
captured.  
 
1.3 THE RESEARCH PROBLEM 
The NMBM unemployment rate of 30% in 2010 has risen to 36, 6% in 2011; higher than 
both the national – and the provincial average. Socio-economic indicators for 2010 show 
that 272 130 people were employed from a total population of 1 176 082 in the Eastern 
Province. On average the province has not had an increase in employment numbers 
between 2009 and 2013.The General Household Survey (2012: 19) reveals that more than 
half of the households (58, 2%) in the Eastern Province receive at least one social grant, 
and more than one third of the individuals (40, 3%) receive grants as their main source of 
income. National unemployment statistics show that the African racial group represents 
the highest share of unemployment, at 28, 1% of the total unemployed pool, followed by 
the coloured group’s share at 24, 2%, the Indian group’s share at 10, 8 % and that of the 
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white population at 6, 6% (QLF Survey, 2013: 16).The share of youth unemployment in 
relation to total unemployment increased from 39, 4% in 2008 to 49, 9% in 2013.  
 
1.4. RESEARCH QUESTION: 
How can knowledge about the barriers to employment in Nelson Mandela Bay inform 
Government Departments and The Nelson Mandela Bay Municipality, job creation and 
employment promotion strategies to effect a reduction in unemployment rates?    
1.4.1. Sub foci: 
Sub problem 1.  What are viewed as the major causes of unemployment across South 
Africa and in the Nelson Mandela Bay Metro? 
Sub problem 2. What government initiatives pertaining to job creation and employment   
promotion have been deployed in this area? 
Sub problem 3. How successful were these initiatives in reducing unemployment? 
Sub problem 4. How does labour market inflexibility cause unemployment and how does 
it constrain employment.  
 
1.5. THE RESEARCH AIMS AND OBJECTIVES: 
1.5.1. The research aim 
To answer the research question my aim is to identify the specific barriers to employment 
faced by the employed and unemployed people of Nelson Mandela Bay. Thereafter, 
recommendations will be developed to inform the Department of Labour and the NMBM 
Municipality policy and strategy initiatives pertaining to job creation and employment 
promotion.  
1.5.2. Research objectives:  
• To identify the specific barriers to employment, as experienced and perceived by 
the residents of Bethelsdorp.  
• To evaluate the success of the following government initiatives: RDP, GEAR, 
ASGISA, National Skills Development (SETA’s).and the EWPW programme in 
NMBM.    
• To explore the views on the causes of unemployment in Nelson Mandela Bay and 
specifically in the Northern Areas suburb of Bethelsdorp in Port Elizabeth. 
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• To explore how labour market flexibility creates and constrains unemployment. 
 
1.6. THE SCOPE OF THE RESEARCH. 
The research is limited to the Northern Areas suburb of Bethelsdorp, in the Nelson 
Mandela Bay Metropolitan Municipality. The town was established in 1803 by a London 
Missionary, Dr Johannes Theodosius Van der Kemp. Recent development indicators for 
Bethelsdorp reveal that the poverty rate of 44, 87 in 2000 declined slightly to 38, 30% in 
2010 and the unemployment rate of 28, 66 in 2000 remained almost static at 28, 30 % 
(2010).The poverty rates and unemployment rates are much higher in Bethelsdorp than in 
Port Elizabeth, where the former rate is 18, 7% and the latter is recorded as 6, 89% in 
2010. The employment statistics for the formal and informal sector reveal a disturbing 
downward trend in Bethelsdorp. The number of formally employed, recorded at 34 616 in 
2000 declined to 27 572 in 2010 and similarly, the number of informally employed 
decreased from 10 689 in 2005 to 9 823 in 2010.The labour force participation rate 
(LFPR) in this area declined from 68, 53% in 2000 to 50, 97% in 2010, in line with the 
city-wide trend in Port Elizabeth where the LFPR declined from 84, 21 % in 2000 to 69, 
7% in 2010 (ECSECC 2012). 
Unemployment profile by age and gender in Bethelsdorp   
  Employed Unemployed Grand Total 
15 - 24       
     Female 2201 4177 6377 
     Male 2533 4147 6681 
25 - 34       
     Female 5567 4380 9946 
     Male 7082 3663 10745 
35 - 44       
     Female 5440 3223 8664 
     Male 6611 2575 9186 
45 - 54       
     Female 3835 1730 5565 
     Male 4463 1644 6107 
55 - 60       
     Female 1054 321 1376 
     Male 1356 359 1714 
Grand Total 40142 26219 66360 
 60.5% 39.5%  
Stats SA (2011) 
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CHAPTER TWO  
 LITERATURE REVIEW 
 
2.1. WHAT ARE VIEWED AS THE MAJOR CAUSES OF UNEMPLOYMENT 
ACROSS SOUTH AFRICA AND IN THE EASTERN PROVINCE? 
 
2.1.1. Introduction 
The most often cited interrelated causes of unemployment in South Africa are skills 
shortages, skills-biased growth, slow economic growth and labour market inflexibility.   
Current studies are focusing more on labour market institutions and labour market issues 
such as access to employment, job search behaviour, lack of work experience, and the 
lack of jobs. The view that the current labour market is sustaining and reproducing the 
deep-seated inequalities in the economy and society in general is increasingly being 
articulated in the literature and this role is evidenced by the existing spatial disconnection 
between Blacks and business centres, the unequal access to education and job 
opportunities in the country. The composition of the labour force has changed drastically 
in post-apartheid South Africa in terms of increased African, women and youth 
participation rates. According to Banerjee et al. (2007:15) a large proportion of the 
increase in unemployment resulted from changes in the composition of the labour force. . 
Despite numerous reforms in government policy over this period, the unemployment 
rates remain high for Black South Africans. 
 
2.1.2. The skills mismatch hypothesis. 
The skills mismatch hypothesis holds that unemployment problems stem from the fact 
that the demand for skilled labour is higher than the supply thereof and the demand for   
unskilled labour is much lower than the supply. Although economic analysts and 
government departments offer different definitions and interpretations regarding the 
extent and depth of skills mismatches in the South African labour market, the literature 
reaches agreement on the existence of a skills shortage in the country. It is widely 
accepted that the inferior quality and unequal public expenditure in education, the 
reservation of certain jobs for Whites, and the exclusion of Blacks from business 
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ownership which originated from the pre-1995 Apartheid Policies, created and sustain the 
current unequal skills patterns and skill shortages. Other contributing factors cited by 
Dias and Posel (2007) and Branson and Leibbrandt (2013) include; the brain drain, the 
surge in labour force participation among the youth and women from the mid-1990s, the 
low absorption rates of new entrants and the deficiencies in education and training for the 
Black population. The current mismatch between worker qualifications and job 
requirements and specifically, the shortage of skilled workers, contributes to the long-
term, structural nature of unemployment (Mohr and Fourie, 2005; Leibbrandt and 
Woolard, 2007).The shortage of skilled labour is a serious obstacle to economic growth 
and it limits job creation for less-skilled workers. Faulkner (2013:17) asserts that more 
skilled workers may improve the distribution of the wage income in the economy because 
it reduces the scarcity premium paid to skilled workers.  
  
2.1.3 Skills-biased technological growth. 
Several authors (Daniels, 2007; Leibbrandt and Branson 2007; Dias and Posel, 2007; 
Branson and Leibbrandt 2013) agree that skills-biased technological change has been 
experienced in post-apartheid South Africa and is still evident. Banerjee et al. (in 
Leibbrandt and Woolard, 2010:13-18) attribute this skills-biased technological change to 
the high labour costs, and the production shift away from unskilled labour towards more 
skilled and capital intensive production. Dias and Posel (2007:3) revisited this argument 
by investigating shifts in the skills profile employment between 1995 and 2003 and they 
found that the skills bias of employment growth is present but small and that the most 
“pervasive skill absent amongst the unemployed is their lack of previous work 
experience”. They assert that although the demand for skilled labour experienced the 
largest relative increase from 1995, it was from a small base, and in absolute terms, 
growth in skilled employment was comparable to that in "unskilled" (or less skilled) 
employment. In examining the distribution of employment across sectors,   Branson and 
Leibbrandt (2013) found that there has been an increase in the number of workers 
employed in trade, construction and finance, and a decrease in the number of workers in 
in the agriculture sector and manufacturing sector. The demand for skilled and 
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experienced labour and the over-supply of unskilled and semi-skilled labour persist in the 
South African economy (Mohr and Fourie, 2004:567; Faulkner, 2013: 2-4). 
 
2.1.4. Impact of real wage growth on employment growth. 
Changes in the cost of labour have a significantly large impact on costs and price trends 
in the economy. Barker (2011) contends that the cost of labour without concomitant 
increases in productivity have a negative effect on unemployment. Labour market 
analysts, Kingdon and Knight (2007) and Klein (2012) agree that the impact of excess 
real wage growth on overall employment growth and formal employment is negative and 
significant and this explains significant parts of employment loss in South Africa in 2005, 
2006, and 2007. They found that where the growth rate in real remuneration outstripped 
growth in labour productivity, employment tended to decline in South Africa. Labour 
costs can be reduced by other measures besides the wage rate, and Barker (2011:190) 
postulates that a national social agreement of wage moderation may ensure that wage and 
salary increases do not rise more than productivity growth.  
 
2.1.5. Economic growth and unemployment   
Economic growth as measured by the Gross Domestic Product refers to the total value of 
output within a country’s borders (van den Berg, 2012: 344).The view that economic 
growth is necessary but not sufficient for lowering unemployment rates, is confirmed in  
all the literature (Faulkner, 2013; Mohr and Fourie, 2005; Faulkner, 2008; Leibbrandt, 
2013). Real GDP and per capita figures showed steady growth between 1993 and 2008 of 
almost 3 % and 1.2 % respectively. However, the economic growth has not been 
equitably distributed throughout the South African population, making the per capita 
figures an inaccurate reflection of the change in well-being for the poorest segments of 
the population.  More importantly, this growth has not translated into adequate jobs for 
all South Africans. The relationship between growth and unemployment is highly 
complex due to the wide range of factors that influence the determinants of growth. 
Factors such as labour productivity, market structures, regulations, micro economic 
policies, growth patterns in trading partners, business cycle management etc. affect 
growth rates in many different ways. .According to Faulkner (2008: 2013), more rapid 
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growth in productivity with a much greater use of labour remains one of the main growth 
challenges facing the economy. Economic growth is therefore not the key issue to solve 
the unemployment challenge. Todaro (2011) confirms the importance of higher Gross 
National Incomes and sustained growth for development and reiterates the importance of 
the distribution of income, so that the poor become the principal beneficiaries of 
economic growth.  
 
2.1.6. Lack of access to employment and employability 
Shifts in the South African labour market from agriculture to financial services and other 
service sectors have had significant impacts on the types of skills and capabilities which 
young people need to access and maintain employment (Leibbrandt, 2010). In recent 
years the employability of individuals, has been examined as a possible hindrance to 
employment.  
!
2.1.6.1. Definition of the concept employability 
Most definitions of the concept employability refer to the need for individuals to have the 
capabilities to access and maintain employment and to find new employment should the 
need arise (Marock, 2008:8-10).On an individual level, employability depends on the 
assets( knowledge, skills and attitudes) the person possesses; the way they use and deploy 
those assets; the way they present themselves to employers; and the context (e.g. personal 
circumstances and labour market environment) in which they seek employment (Marock, 
2008:8). Regarding the onus of employment, Marock (2008) points out that some 
definitions of employability, “place the onus of employment on the individuals 
themselves, that is, that employability is seen as a matter of aptitude and skill; behaviour 
and will”.  
2.1.6.2. Evolution of the employability concept 
The employability concept has been broadened in recent years to include a wide range of 
multidimensional barriers that may stem from personal circumstances as well as 
macroeconomic demand factors, recruitment factors, and employment policy factors.  
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2.1.6.3. The employability framework 
 
Employability skills and attributes Personal 
circumstances 
External Factors 
Essential attributes: 
social skills; honesty, integrity; personal 
presentation; reliability; willingness to 
work; understanding of actions and 
consequences; positive attitude to work; 
responsibility; self-discipline 
Personal competencies 
Proactivity; diligence; self motivation; 
judgment; initiative; assertiveness; 
confidence; act autonomously 
Basic transferable skills 
Prose and document literacy; writing; 
numeracy; verbal presentation 
Key transferable skills 
Reasoning; problem solving; 
adaptability; work-process management; 
team working; personal. functional 
mobility;  ICT skills; interpersonal and 
communication skills; emotional and 
aesthetic customer service skills 
High level transferable skills  
Team working; business thinking; 
commercial awareness; continuous 
learning; vision; job-specific skills; 
enterprise skills 
Qualifications 
Formal academic and vocational 
qualifications; job-specific qualifications,  
Work knowledge base 
Work experience; general work skills 
and personal aptitudes; commonly valued 
transferable skills occupational specific 
skills. Labour market attachment, 
Current unemployment/ employment 
duration; number and length of spells of 
unemployment /inactivity;  work history 
 Demographic characteristics 
Age, gender, etc. 
 Health and well-being 
physical health; mental health; medical 
history; psychological wellbeing 
Disability 
 Physical- mental-and; learning disability 
 Job seeking: formal search services 
Household 
circumstances 
Direct caring 
responsibilities and 
financial 
commitments to:  
children, elderly 
relatives and 
members outside the 
individual’s 
household. 
emotional and/or time 
commitments to 
family or others. 
The ability to access 
safe, secure, and 
affordable  housing 
 Work culture 
The existence of a 
culture in which work 
is encouraged and 
supported within the 
family, and the wider 
community 
 Access to resources 
Access to transport: 
 own or readily 
available private 
transport; ability to 
walk distances 
Access to financial 
capital 
Level of household 
income; extent and 
duration of financial 
hardship; access to 
formal and informal 
sources of financial 
support; management 
of income and debt 
Access to social 
capital 
Access to personal 
and 
Demand factors 
Labour market factors Level of local 
and regional demand; nature and 
changes of local and regional demand 
(skill levels; occupational structure of 
vacancies; sectors where demand is 
concentrated);location, remoteness of 
local labour markets in  relation to 
centers of industry; level of 
competition for jobs; actions of 
employers’ competitors; changing 
customer preferences,  
Macroeconomic factors 
Macroeconomic stability; 
business confidence; level and nature 
of labour demand within the national 
economy 
Vacancy characteristics  
Remuneration; conditions of work; 
working hours and shift work; 
opportunities for progression; extent 
of part-time, temporary and casual 
work; availability of ‘entry-level’ 
positions 
Recruitment factors 
Employers’ formal recruitment and 
selection procedures; employers’ 
 selection preferences, discrimination 
on the basis of age, gender, race, area 
of residence, disability, 
unemployment duration); 
form and extent of employers’ use of 
informal networks; demanding only 
appropriate qualifications or 
credentials, unemployment duration);  
Enabling support factors 
Employment policy factors 
Accessibility of public services and 
job-matching technology (such as 
jobs search /counseling);penetration 
of public services (, use and 
credibility among employers/job 
seekers); incentives within tax 
benefits system; existence of ‘welfare 
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/information resources; (ICT); awareness 
and use of informal social networks; 
ability to complete CVs/application 
forms; interview forms; interview skills/ 
presentation; access to references; 
awareness of strengths and weaknesses; 
awareness of location and type 
of opportunities in the labour market; 
realistic approach to job targeting 
 Adaptability and mobility 
Geographical mobility; wage flexibility 
and reservation wage; occupational 
flexibility 
family support 
networks; formal and 
informal community 
support networks; 
number, range and 
status of informal 
social 
network contacts 
 
to work’/activation and pressure to 
accept jobs; accessibility and 
limitations on training; extent of 
local/ regional development policies; 
measures to ease the school–work 
transition and address employability 
issues at school and university. 
Accessibility and affordability of 
public transport, child care and other 
support services 
 
 Source: McQuid and Lindsay (2005: 209) 
 
2.1.6.4. The full employment framework 
In contrast to the individualistic descriptions of employability, Mitchell and Muysten 
(2008:8-17) depict three components of the full employment framework, where the 
economic component shows the government commitment to full employment, the 
redistributive component ameliorates market effects and defines government 
intervention, and the collective pillar provides the philosophical underpinnings of the full 
employment framework and is based on the intrinsic rights of citizenship. Adherents to 
the full employment framework perspective argue that: the first pillar which constitutes 
government’s commitment to full employment, became blurred over the years and was 
abandoned with the dominance of the NRU/NAIRU inflation targeting approaches; 
collective will, represented by the third component, has been diminished by the primacy 
of the individual, who has to accept full responsibility for becoming self-reliant. It is 
further argued that the full employability approach, disregards the role of government in 
employment creation. The major shortcoming of the full employability approach, as 
viewed from the full employment framework, is that the focus on the individual ignores 
the role that macroeconomic constraints play in creating welfare dependence. Aggregate 
demand remains the “dominant determent of unemployment” in the full employment 
framework and it rejects the full employability notion that getting a job depends solely on 
the individual (Mitchell and Muysteen, 2008).  
 
 
  12 
2.1.6.5. Job guarantee approach (JG) 
The JG approach recognises the right to work for all, and suggest that government should 
keep a stock of jobs providing opportunities for those persons who possess low levels of 
skills (Mitchell and Muysteen, 2008: 229-230) Under this approach, the concept of 
“gainful work, will have to be broadened to include other activities not previously 
considered to be work” and the concept of structural unemployment is challenged, 
because it ignores the fact that enterprises adapt their  hiring standards during business 
cycle fluctuations. Mitchell and Muysteen (2008:252-260) maintain that “firms 
discriminate against certain individuals” who are perceived as undesirable. The JG 
approach states that it is the collective responsibility of society, expressed through the 
macroeconomic policy settings to ensure that full employment is achieved and 
maintained.   
 
 2.1.6.6. The pillars of the full employment framework 
Economic Pillar: 
Commitment to full 
employment  
Redistributive Pillar: 
Intervention to ameliorate 
market outcomes 
Collective Pillar: 
Rights of citizenship 
Keynesian fiscal and 
monetary demand  
management;  
Public sector  
employment; 
Employer of last 
resort;  
Government mediates 
      the class struggle. 
 
Transfer Payments; 
Redistributive taxation; 
Services to enable 
participation ; 
Regulation 
conciliation and  
arbitration via specialist 
tribunal  
Uniform Services; 
Pursuit of collective will; 
Professional  
administration; 
Services delivered by the 
state; 
Rights embodied in 
legislation 
 Adapted from Mitchell and Muysteen (2008) 
 
From the above broad conception of employability and the full employment approach, it 
becomes clear that factors such as job search, labour mobility and location play a vital 
role in limiting or enhancing access to job opportunities. 
 
2.1.7. Job search and unemployment 
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The spatial disconnection between the unemployed and the labour market hinders 
effective job search in South Africa. The unemployed search less intensively because of 
the information costs and transportation costs involved and this lack of intensive search 
causes unemployment (Leibbrandt, 2010). Searchers are further deprived of accurate and 
accessible labour market information which is critical for effective job search behaviour 
and it is argued by Philip (2010) that the post-apartheid human resource development 
strategy has not placed enough emphasis on the spatial inequality effects on the structure 
of the economy. Geographically, Africans still find themselves located relatively far from 
business centers, mainly in rural areas and informal townships (Leibbrandt, 2010:17-18; 
Philip 2010: 22).  
  
There are large racial differentials with regard to labour market entry in South Africa. 
Ranchod and Dinkelman (2008) show that African youth are less successful in finding 
employment than their white counterparts and job seekers are more likely to find 
employment relative to those who do not engage in job search activities. Further evidence 
by Kingdon and Knight (2007) and Ranchod and Dinkelman (2008) suggests that the  
unemployed persons who do not search for jobs in South Africa are discouraged and are 
more deprived than the searching unemployed in that their job-search is hindered by 
constraints such as poverty, job-search costs, long unemployment spells and high local 
unemployment. According to Philip (2010:6) the legacy of spatial “apartheid” which is 
still visible and real in post-apartheid South Africa, “mask the complex sets of 
relationships that deliver both wealth and poverty within the economy”. There is a need 
for further research into recruitment practices of recruitment agencies and the specific 
employer requirements for employment to explain the unequal access to jobs in South 
Africa.  
 
2.1.8. Education and unemployment 
The research suggests that higher levels of education improve the probability of being 
employed in South Africa. New research commissioned by the Centre for Development 
Enterprise (2012) reveals that the unemployment rate for people with university degrees 
is below 5 %. While people who have not completed high school have employment rates 
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that range between 26 and 39 %, employment rates for matriculants are around 55 % and 
those with post-matriculation education are employed at rates ranging from 81 to 89 %. 
Marock ( 2008:) shows that the unemployment rates of those who leave school without 
completing their senior secondary education is indicated as being 58,5% which is the 
highest of any education exit group and represent 40,3% of the unemployed youth of 
South Africa. Educational attainment among Africans has increased in post-apartheid 
South Africa; this was not accompanied by an increase in benefits for the latter group. In 
2003, the relative benefits of higher education for both Coloureds and Indians have 
increased, but Whites were significantly more likely to have gained employment after 
1995 (Dias and Posel 2006).The main question that should be asked according to Dias 
and Posel (2006: 6), is “why labour demand has grown so slowly over the eight-year 
period”. Kingdon and Knight (2004) emphasize the fact that improvements in education 
and employment experiences cannot on its own solve the unemployment challenge. And 
suggest that more jobs should be created. According to Branson and Leibbrandt (2013) 
the number of matriculants who further their education has decreased in recent years. The 
transition from school to tertiary educational institutions requires in-depth research to 
illuminate the causes of this trend and to provide appropriate solutions to improve the 
current situation.  
 
2.1.9. The informal sector and employment 
Contrary to international trends, the South African informal sector is relatively small and 
employment in this sector does not substitute unemployment (Leibbrandt, 2010).The 
general expectation is that high unemployment rates would be accompanied by higher 
levels of informal employment, but in South Africa, unemployed workers do not enter the 
informal labour market, and this implies barriers to entry. The South African informal 
sector is dominated by small scale retail and crafts manufacturing by black women and it 
provides low potential wages which means that it is an undesirable choice of 
employment. Firm level data suggest that labour legislation and an inflexible labour 
market dominated by trade unions are considered by entrepreneurs to be barriers to 
formal self-employment. It has been proposed that barriers to entry into informal 
entrepreneurship exist, such as low access to capital, lack of business experience, crime, 
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and complex standards and compliance issues (Leibbrandt, 2010:17-18; Philip, 2010: 22).  
In addition, the structure of the South African economy is cited as another factor which 
limits the expansion and the viability of small enterprises in poor local economies and in 
rural areas. In the case of agricultural production Philip (2010) notes that the shift into 
agro-processing is constrained as most households engaged in agricultural production do 
so purely to sustain their families and a very small proportion of these farmers   produce 
surpluses. 
 
2.2. GOVERNMENT INITIATIATIVES TO ADDRESS UNEMPLOYMENT AND   
PROMOTE EMPLOYABILITY 
 
After 1994 the South African government ratified the United Nations (UN) Universal 
declaration of Human rights, recognizing that human rights and fundamental freedoms 
are applicable to all people, including all South Africans. The country resumed 
membership of the International Labour Organization and so far it has ratified 21 ILO 
conventions, which protect and extend certain workplace and employment rights and 
freedoms to all the population groups in the country. In 2000, SA endorsed the UN 
Millennium Declaration, committing to the Millennium Development Goals, to be 
reached in 2015, namely, to eradicate extreme poverty and hunger, by: reducing by half 
the proportion of people whose income is less than $1 a day; achieving full and 
productive employment and decent work for all, including women and young people; 
and reducing by half the proportion of people who suffer from hunger (ILO, 2011). 
On a local level, the post-apartheid government responded to the macroeconomic and 
socio-economic challenges, by enacting the 1996 Constitution, which provided the legal 
framework for new laws and development policies aimed at redressing the past socio-
economic imbalances. Labour market reforms entailed the establishment of the new 
Labour Relations Act, the Basic Conditions of Employment Act, the Employment 
Equity Act and the Skills Development Act, which aim to: establish core worker rights, 
facilitate South Africa’s reintegration into the world economy and to overcome the 
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apartheid inheritance of high levels of inequality and unemployment and low levels of 
skill and productivity among Blacks (Benjamin, 2005:7).  
2.2.1. The Employment Equity Act 55 of 1998 and the Broad Based Black Economic 
Empowerment Act 53 of 2003 
 
The Employment Equity Act (1998) and the BBBEE Acts (2003) were passed, with the 
express aim to promote employment equality and to redistribute the ownership of wealth 
in the country. The former Act compels employers to apply Affirmative Action to give 
equal employment opportunities to suitably qualified people from designated groups 
(Blacks, disabled persons, and women) across all occupational categories. Employers are 
further obliged to develop equity plans outlining the specific strategies and numerical 
goals to improve representation of suitably qualified Black persons (Barker, 2011:248-
250). The BBBEE codes issued in 2005, introduced compliance targets aimed at 
affirmative action and women in particular, compelling compliance by government 
departments and other agencies when awarding contracts, licenses and partnership 
arrangements. It is well established in the literature that the abovementioned Acts have 
not led to significant and substantive progress in the reversal of white domination at 
middle to top management levels. Mbabane (2009:49) asserts that most employers “may 
simply play the numbers game, training en masse at low levels where there are high 
volumes and therefore high skills development levy rebates”. The 2010 Commission for 
Employment Equity report reveals that: Black representation at top management and 
senior management level was 24% and 33,6% respectively, while they constitute over 
88% of the Economically Active Population; Whites still dominate with 73,1% at the top 
management levels. The commitment of corporate leaders to provide equal and better 
opportunities for all the citizens of South Africa should be examined  and more effective 
mentorship programmes need to be encouraged and implemented for Black employees 
who hold managerial positions. Affirmative action policies which attempt to redress the 
unequal distribution of employment by race have largely been unsuccessful.  
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2.3. MACRO ECONOMIC GOVERNMENT INITITIATIVES 
On the macroeconomic front, the ANC-led government was confronted with a highly-
skilled, white labour force suffering from excess demand, insufficient supply and a 
lower-skilled, predominantly Black labour market/s, characterized by massive excess 
supply (Faulkner, 2008).The RDP and GEAR, was announced in 1996, with the express 
aim to redress the socio-economic imbalances, stabilize the economy and create 
employment.. 
 
2.3.1. The RDP and GEAR. 
GEAR set out to lower the high inflation rates, reduce the budget deficit, and redirect 
government spending towards social development goals and employment creation. There 
is consensus that progress in relation to the public finances was made during this period, 
but the social objectives were largely unattained. Barker (2011) contends that many of the 
other goals of GEAR, such as increased productivity, flexible collective bargaining 
regulation, and wage and price moderation have not been achieved. The job creation 
objective of GEAR, specifically the projected 6 % growth rate and the estimated average 
of 270 000 jobs per annum between 1996 and 2000 in the formal non- agricultural sector, 
was not achieved. While GEAR, enabled the economy to grow consistently for ten years, 
the contribution of labour to growth continued to decline, reflecting slow employment 
creation amidst high labour costs and the shift in the structure of the economy.  
   
2.3.2. Sector Education and Training Authorities (SETAS). 
The overarching aim of the National Skills Development Strategy (1998) is to foster 
skills development in the formal sector and small businesses and promote skills 
development for employability and sustained livelihoods through social development 
initiatives. Under the The Skills Development Act (1998) the national regulatory 
framework which consists of a National Skills Authority and Sectoral Education and 
Training Authorities were established. Minimal success was however achieved in terms 
of eliminating skill shortages in the country. Skills shortages persist in the high-skill 
occupations as revealed by the Skills reports of government and employer surveys. The 
skills sector is further hampered by the lack of coordination between the Department of 
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Labour, Department of Education and the SETA’S. This is reflected in the different 
definitions of skill shortages, overlapping of training programmes, and the lack of linking 
the skill shortages to productivity in the country (Daniels, 2007: 23).There is consensus 
in the literature that the SETA’s are not succeeding in their aim to improve the skills 
levels in the country and some authors ascribe this to ill-functioning and a misalignment 
of labour needs and learnerships. (Faulkner, 2013, Daniels, 2007, and World Bank Report 
2004).The performance of the SETA’S needs to be researched further to assess whether a 
new skills strategy should be formulated.  
 
2.3.3. ASGISA 
In September 2005, the government implemented ASGISA with the aim to halve poverty 
and unemployment by 2014.The binding constraints to growth as identified by ASGISA, 
included: the cost, efficiency and capacity of the national logistics system, shortages of 
suitably skilled labour, SMME and small business barriers to entry, deficiencies in state 
organization, capacity and leadership. ASGISA responded to the binding constraints with 
• Infrastructure programmes• sector investment (or industrial) strategies • skills and 
education initiatives • Second Economy interventions• macroeconomic issues• public 
administration issues. The Government regards the EPWP as a key “Second Economy” 
intervention.  Several authors such as Philip (2010) and Tregenna and Tselu, (2012) 
contend that the “two economies” concept, used in government, is flawed. They mention 
that this flawed perspective leads to an analysis which views the “first economy” as the 
benchmark for the “second economy” which is supposed to “catch up” with the “first 
economy”. Under this “two economy” approach, the connection between the current 
patterns and structures of ownership and accumulation in the economy and the incidence 
of poverty cannot be made. This flawed analysis according to Philip (2010) hinders the 
development of effective anti-poverty strategies that will change the patterns of 
distribution and ownership within the economy. This raises questions about the will of 
policy makers in South Africa to adopt a structural perspective to manage the 
unemployment and inequality complexities. 
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2.3.4 .Expanded Public Works Programme (EPWP) 
The primary objective of the EPWP programme was to improve the labour intensity of 
production through special types of temporary employment activities (infrastructural 
projects).  Many temporary jobs were created across South Africa during this period, but 
the EPWP has faced a range of constraints that limited its scale and scope relative to the 
scale of demand (Phillip, 2010).  The community work programme (CWP) was added as 
a new component to the EPWP and is currently implemented by non-governmental 
agencies on the local level. This programme is said to be showing huge potential 
regarding the provision of regular part-time work through the establishment of home food 
gardens, community clinics, crèches and school gardens. There is further evidence that 
involvement in food security in CWP is having spill over effects in diversifying the 
livelihood strategies of participants (Philip, 2010). 
 
2.3.5. Eastern Cape job creation initiatives 
The government has extended its economic role with the introduction of various 
strategies and projects in the Eastern Cape. These include the Anti-Poverty Strategy, 
Integrated Sustainable Rural Development Strategy and Urban Development Strategies. 
Since 2010,  various youth projects have been deployed within the Eastern Cape such as 
the: Government’s Household Contractor Programme, Amathuba Jobs Portal, Public 
Works Programme, Department of Social Development and Special Programmes, 
Masupatsela Youth Pioneer programme, Provincial Community Works Programme, 
NARYSEC programme. The complex nature of unemployment calls for strong 
institutions of governance that can manage multiple perspectives through flexible policies 
and increased coordination and collaboration.   
 
2.4. THE ROLE OF LABOUR MARKET INFLEXIBILITY IN CREATING 
UNEMPLOYMENT AND CONSTRAINING EMPLOYMENT. 
2.4.1. Labour market inflexibility 
Conventionally, the labour market was viewed in an oversimplified manner, as an 
institution which primarily supports work and production. Recent theoretical perspectives 
present the labour market as a social institution that does not only support work and 
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production, but also impacts on representation, social integration and the personal goals 
of its participants (Rodgers, 2007). 
 
2.4.2. How does labour market inflexibility create unemployment? 
2.4.2.1. Theoretical perspectives  
The labour market literature supports the view that any analysis that is undertaken to 
establish the causes of unemployment, should be holistic, taking into account the special 
features of the labour market institutions in a given country, the labour market 
participants and their expectations, exogenous shocks and the societal goals. 
 
From a holistic perspective, unemployment is viewed as the outcome of the interplay 
between temporary shocks (such as oil shocks, rising unionization) and permanent labour 
market shocks (skills-biased technological change, skills–biased international expansion) 
and lagged labour market adjustment processes (Karanassou, Sala and Snower, 2002, 
2008:1-3).The Chain Reaction Theory postulates that the traditional single-equation 
models of inflation and unemployment cannot capture the interaction between growing 
variables (such as employment, prices, etc.) and frictions, and therefore the CRT 
proposes composite and dynamic models to explain unemployment.    
 
2.4.2.2. Definition of labour market inflexibility 
The concept labour market inflexibility is ambiguous and has evolved into a much 
broader concept that refers to the responsiveness of the labour market to multiple factors, 
such as, labour market institutions, adjustment processes, the labour market participants 
and other social factors that may influence the labour market outcomes. 
 
From the employer’s perspective, flexibility means a capacity to make change speedily 
and at a relative low cost (Standing, Sender and Weeks, 1996: 6 -7). The conventional 
conception of flexibility includes the following components: Functional flexibility; 
referring to flexibility of work practices, job structure and the occupational changes and 
mobility within the enterprise; Numerical flexibility: changes in the number of workers, 
referring to flexibility of employment levels through hiring and firing. 
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Wage flexibility: the rate at which nominal and real wages respond to changes in the 
demand and the supply of labour. Work-process flexibility:  meaning the managerial 
capacity to shift workers between sets of tasks easily and at a low cost and to alter 
working time and working practices easily and at a low cost (Cazes and Nesporova 
2004). From the perspective of workers, labour market flexibility is another name for 
insecurity and trade unions see the concept as a device for management to increase 
managerial control. The chain reaction perspective  describes labour market flexibility  as 
the speed with which the labour participants react to the unending sequence of labour 
market changes, such as temporary shocks(oil shocks) and permanent shocks (skills-
biased technological change) and a network of lagged adjustment processes (Karranasou 
and Snower, 1998). 
 
2.5. Determinants of labour market inflexibility 
There are many different labour market institutions that cause inflexibility. These 
institutions such as hiring costs, employment protection legislation, wage bargaining etc. 
can limit the flows into and out of unemployment and the responsiveness of real wages. 
Arbritti and Weber (2010) emphasise the fact that the different types of labour market 
institutions may at times reinforce and magnify each other. The following section 
examines the employment effects of a few selected labour market institutions. 
 
2.5.1 Labour market legislation and unemployment 
The literature confirms that labour market legislation may have unintended direct and 
indirect consequences. According to Nickell (1997) and Kearney (2009) these 
consequences may include:  an increase in the costs that firms incur when employing 
workers or an increase in the cost of changing the levels of employment. The economic 
effects of labour laws vary across firms, sectors, industries and countries. There is 
consensus in the literature that the South African labour market does not suffer from 
overly regulation or protection (Benjamin, 2007; Bhorat and Cheandle 2007; Phillip, 
2010). It is argued that there is a perception that the labour market is inflexible in terms 
of dismissal costs and the “hassles” factor associated with the hiring and firing of 
workers, but when compared to international standards, the labour market rigidity in 
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terms of hiring and firing is fairly low (Bhorat  and Cheandle, 2007; Bhorat, 
2007).However, some authors indicate that the new labour regulations had some negative 
consequences on the employment levels and employment creation in the country. 
Kearney (2009) points out that the labour policies and minimum legislation laws 
implemented since 1994 have led to an increase in the indirect non-wage labour costs and 
it contributed to labour market inflexibilities through a decline in labour mobility, an 
increase in frictions to leave employment and additional costs of compliance to labour 
regulations (Nickell, 1997; Benjamin, 2007). The evidence suggest that large South 
African manufacturing firms have employed fewer employees and changed from their 
approach of hiring permanent workers to employing temporary workers after the 1995 
employment legislation was implemented.  
2. 5.2. Hiring and firing costs and unemployment 
. 
The perceived or actual high levels of firing costs in South Africa caused unemployment 
to rise further during the first of the post-1995 decade as firms reduced their employment 
levels and shifted from formal employment to atypical forms of employment. These 
trends, according to Bhorat (2007) and Benjamin (2007) can mainly be attributed to the 
inflexibility perceptions that arose from the requirement for pre-dismissal procedural 
fairness imposed by the arbitrators and the courts. Hiring and firing rigidities have a 
negative effect on young workers, who face stronger barriers to enter the labour market. 
Kugler and Saint-Paul (2004) postulate that as firing costs increase hiring discrimination 
is generated against the unemployed because firms increasingly prefer hiring employed 
workers without observing the quality of nor the experience of applicants. Bernal-
Verdugo, Furceri, and Gillaume (2012) show in their research that when labour market 
flexibility is increased, youth – and long term unemployment can be reduced. It is argued 
that labour regulation can not be viewed as the prime factor that inhibits efforts to address 
unemployment (Benjamin, 2007; Philip 2010).  
 
2.5.3. Minimum wage regulation and unemployment 
The effects of minimum wages on employment are mixed and the relationship between 
minimum wages and unemployment is unclear. There is some consensus that minimum 
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wages change income distribution in favour of low-paid workers and Tregenna and Tselu 
(2012) confirm the inequality reducing effect of minimum wages but cautions that if it is 
too high it may reduce employment; tax and cash transfers.  According to Bhorat (2013), 
minimum wages affected only one sector in South Africa, namely the agricultural sector, 
where minimum wage laws contributed to a fall in employment. The South African 
labour market is segmented and the wage–and disemployment effects of minimum wages 
differ across population groups, education levels and economic sectors. For example, 
Millea and Rezek (2013) show that the introduction of minimum wage legislation 
coincided with increased pay for black and coloured workers in the agricultural and 
household sectors both in formal and informal markets but  the increases in pay were less 
pronounced for black and coloured workers in other unaffected sectors and for white 
workers in general. They also find evidence of disemployment effects among black 
female workers, and to a lesser extent among black males. Further results show that the 
probability of being employed in the formal sector declined after the minimum wage laws 
were implemented for black and coloured women specifically and the disemployment 
effect of minimum wage legislation was larger among the less educated. Banerjee et al 
(2007) argues that powerful unions in the formal sector push up wages and this can create 
job losses in the formal sector. 
 
2.5.4. Union density and unemployment 
Greater union density is usually associated with increased levels of unemployment. 
Nickell (1997) mentions that this negative effect can be countered if trade unions and 
employers coordinate their bargaining activities. The influence of unions on wages, 
productivity, unemployment and economic growth is a very contentious issue in South 
Africa. Armstrong and Steenkamp (2005) found that trade unions had a positive effect on 
members’ wages and an inequality-reducing effect. They note that wages of unionized 
workers appeared to have increased, while those of non unionized workers showed no 
changes. This indicates that unions were effective in securing wage increases for their 
workers, from 2002 onwards. Bhanerjee et al. (2007) assert that the extension of union 
wage benefits to non unionized workers through the Industrial Council system may be the 
cause of the phenomenon whereby wages are driven up faster than productivity growth. 
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The study by Armstrong and Steenkamp (2005) shows that the decline in union 
membership after 1997 has not decreased trade union power to increase the wages of 
their members. 
2.5.5. Skills rigidities and unemployment 
The commonly held view suggest that where relative demand for skilled workers has 
been greater than the increase in their relative supply the inflexibility of the labour market 
will turn this shift into higher unemployment. Empirical studies by Nickell (1997) show 
that in Britain and the United States the demand for skilled labour in relation to supply 
was higher than in the rest of Europe. However, for a variety of European countries 
including Britain, the evidence suggests that skill shifts account for between 0 and 20 % 
of the rise in unemployment from the 1970s and he found no evidence that this number is 
lower in "flexible" Britain than it is anywhere else in Europe. Internationally, there is no 
evidence that these skill shifts have made a substantial contribution to the rise in 
European unemployment or that labour market inflexibility per se is associated in any 
simple way with such effects. In the South African context, Kearney (2009) argues that; 
the complementarity or lack of substitution between skilled and unskilled workers with 
the skills constraint dampens the employment growth of less-skilled workers. This is 
further compounded by the capital-intensity of certain sectors and their demand for 
skilled labour. The high skills mismatch and the rise in graduate unemployment in South 
Africa may be an indication of labour market rigidities. 
 
2 5.6. Labour immobility, search costs and unemployment  
When labour is not completely mobile, it implies that workers cannot move freely 
between occupations, sectors or from one employer to another. It is echoed throughout 
the recent labour market literature that the job search efforts of the unemployed in South 
Africa are specifically inhibited by the search costs and information costs associated with 
acquiring job information, transportation costs to and from interviews, employment 
agencies fees, newspaper vacancy advertisements, etc. The low-skilled unemployed are 
further constrained by the spatial disconnection between their residential areas and 
business centres where the jobs are located. Woolard (2010) argues that it is this spatial 
disconnection between workers and jobs that causes unemployment, because workers 
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search less intensively due to the higher commuting costs, information rigidities, and 
imperfect knowledge of market conditions. According to Kearney (2009) transportation 
costs contributes to the high threshold in the reservation wages of the unemployed. 
Several authors such as Philip (2010) and Kearney (2009) postulate that the structural 
nature of unemployment necessitates policy interventions that will change the labour 
demand and supply. These may include search subsidies, wage subsidies, improvements 
in housing and transport and reduced regulations for first jobs.   
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CHAPTER THREE 
RESEARCH METHODOLOGY AND RESEARCH METHODS 
 
3.1 RESEARCH APPROACH 
The researcher adopted an inductive approach through which qualitative data were 
collected and analysed, followed by theory development. This approach was found to be 
suitable because it allowed the researcher to get a “feel” of what was going on and it also 
helped to provide a “better understanding” of the problem (Saunders, Lewis and 
Thornhill, 2003: 85-88).   
 
3.2 RESEARCH STRATEGY  
The research strategy entails the general plan of how the researcher will go about 
answering the research question and it contains the objectives derived from the research 
question, data collection sources, the time, location, and money and ethical issues 
(Saunders, Lewis and Thornhill, 2003: 90). The researcher conducted a descriptive study 
which was mainly underpinned by a radical–structuralist perspective and interpretive 
perspective. The focus was to identify the characteristics of the unemployed and 
employed in terms of their geographical location, their job search behavioural patterns, 
their educational levels and also to obtain their views as to why they were unemployed 
and what they perceive to be barriers to employment. The survey strategy was used as it 
allowed the researcher to collect a large amount of data which could easily be compared. 
The ultimate aim was to identify the barriers to employment in Nelson Mandela Bay 
through the generation of data from theories, people and statistics.  
 
3.3. RESEARCH METHODS 
A structured self-administered questionnaire was used in this study. Saunders, Lewis and 
Thornhill (2003) explain that structured interviews or questionnaires can be useful in a 
survey when gathering valid and reliable data. The purpose of the survey was to elicit 
responses that would answer the research questions. The unemployed and employed 
respondents were asked to respond to various statements and open-ended questions that 
indicated the barriers or hindrances to employment and their awareness of government 
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employment creation initiatives. This provided the researcher with a good understanding 
of the extent and gravity of the barriers, which may originate from legislative, policy or 
labour market institutional factors, in the area. The employed respondents were asked to 
provide information that would reveal the barriers to their advancement in their existing 
careers. The questionnaires were used for descriptive and exploratory purposes and the 
questions were clearly defined prior to data collection (Saunders, Lewis and Thornhill., 
2003:286).The sample consisted of 200 respondents. The researcher and four research 
assistants administered the questionnaires to small groups, with a maximum of fifteen 
respondents per group. It was impracticable to survey the entire population in the area 
due to budget and time constraints and a sample as a subset of the population was 
constructed. The researcher developed a theoretical framework and the contents of the 
following government strategy documents: RDP, GEAR, ASGISA, as well as statistical 
releases from Statistics South Africa, were discussed. 
3.3.1. Data and sampling 
The best suited method of sampling that was adopted was a stratified probability 
sampling. According to Saunders, Lewis and Thornhill ( 2003: 151-165) stratified 
random sampling entails the division of the population into two or more relevant and 
significant strata based on one or a number of attributes where after a random sample is 
drawn from each of the groups. The population was grouped into the following strata:  
age, gender and employment status.  
 
Unemployment and employment data from the 2011 Statistics South Africa Census were 
used to compose a sample that would be representative of the whole population in the 
residential area of Bethelsdorp. The sample of 200 individuals consisted of 96 females 
and 104 male respondents. In 2011, 39, 5% of economically active persons were 
unemployed in this town, and of this group 20, 8 % were female and 18, 7% were male. 
The sample included 42 unemployed females and 37 unemployed males. The percentage 
of economically active persons, employed in 2011, was 60, 5%:  27, 3% were female and 
33, 2% were male.  The sample therefore included 55 employed females and 66 
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employed males. Of the total unemployed economically active persons in Bethelsdorp, 
62, 4 % were from the 15-34 year age group. The sample thus included 12, 9% 
unemployed economically active females, which translated to 26 females and 11, 8% 
unemployed males, which translated to 24 males from the 15-34 year age group. Finally, 
11, 7% of employed 15- 34 year old females and 14, 5% employed males from the 15-34 
year age group, were represented in the sample. This translated to 23 employed females 
and 29 employed males. In this study the responses from the questionnaires were used to 
make generalizations about the total population and it was therefore important to use an 
accurate and representative sample.   
3.3.2 Data collection process 
To ensure a high response rate, the researcher with the help of four assistants delivered 
structured questionnaires to thirteen groups of approximately fifteen respondents each. 
Respondents were asked to complete the questionnaires at the specified venue, where 
after they handed them over to the researcher and/or the research assistants present. 
Saunders, Lewis and Thornhill (2003) point out that interviewer–administered 
questionnaires ensure that the respondents are the persons whom the researcher wished to 
reach, and this thus improves the reliability of the responses. The delivery and the 
collection of the questionnaires took place on the same day and this process added to the 
reliability of the data and at the same time ensured that the respondents were the persons 
whom the researcher wanted to reach.  
 
3.3.3. Data analysis 
 According to Miles and Huberman (1994) in Saunders, Lewis and Thornhill (2003), the 
process of data analysis is composed of three concurrent sub processes, which are data 
reduction, data display and drawing and verifying conclusions. To analyse the 
questionnaire data the approach of Miles and Huberman (1994) in Saunders, Lewis and 
Thornhill (2003) was followed. Through the process of data reduction, the data were 
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summarized and simplified followed by the process of data display. Matrices were used 
in this report to display the data in tabular form. The tables in this study show the 
numbers and percentages of the responses to the questions. It would have been difficult to 
compare the responses of people in one category with that of another category because 
the total number of persons varied in each table. Wisniewski and Stead (1996: 110) 
explain that the percentages of a given column or row do not always add up exactly to 
100% because the percentages are shown as rounded figures in the tables. Miles and 
Huberman (1994) contend that the display of the data in the abovementioned formats will 
help with analytical thinking and the recognition of relationships and patterns in the data, 
as well as drawing conclusions and verifying these (Saunders, Lewis and Thornhill., 
2003: 394- 395). When the data were displayed in tabular form for each stratum in the 
sample, the major trends were easily identified and comparisons were made. The 
dominance of certain barriers could be observed by studying and comparing the diverse 
responses and the frequency thereof. The data from the employed groups were mainly 
used for reference purposes and the extent of the disparities between the unemployed and 
employed groups were observed in the tables.  
  3.4 Ethical issues         
                                                                                                                                        
According to Saunders, Lewis and Thornhill (2003:130-131), a range of ethical issues 
may arise during the research process around the: privacy of  the respondents; their right 
to withdraw and the voluntary nature of participation ; consent and possible deception of 
participants; maintenance of confidentiality of data provided and anonymity of 
participants; effects on participants of the way in which the researcher uses, analyses and 
reports the data; behaviour and objectivity of the researcher. The researcher subscribed to 
the NMMU code of research ethics and ensured appropriateness of behaviour in relation 
to the rights of those who were the subjects of this proposed study and those who might 
be affected by it.  It was explained to the respondents that this study was done for 
research purposes only and that the researcher assured the respondents that their 
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anonymity would not be compromised; that participation was voluntary and that their 
rights to privacy would not be transgressed nor their right to decline to answer a question 
or a set of questions.   
3.5. RESEARCH LIMITATIONS     
The research is applicable to South Africa and is bound to the town of Bethelsdorp, in 
Nelson Mandela Bay. The findings can therefore not be used as generalizations for other 
residential areas in Nelson Mandela Bay or in other countries. Another limitation of this 
study is the racial composition of the sample. The survey was carried out amongst the 
“coloured” population group and the views of the other racial groups in this area were 
therefore not captured.  
3.6. QUESTIONNAIRE DEVELOPMENT 
 
The questionnaire consisted of five sections (Sections A, B, C, D and E). Section A 
aimed to elicit the biographical details of the respondents, while Section B presented the 
unemployed respondents with a list of problems or hindrances that might have prevented 
or constrained their efforts of finding a job in the formal sector. Section C consisted of a 
list of problems or hindrances that the employed respondents might have encountered 
during their job search efforts. In section D, both the employed and unemployed 
respondents were required to respond to a further list of hindrances that might have 
prevented them from starting their own businesses. Section E attempted to elicit the 
views from the employed and unemployed respondents on what Government and the 
private sector could possibly do to improve job search efforts in the country, and to 
obtain their views on possible discriminatory practices by Government and the private 
sector. A Combination of closed and open-ended, opinion and attribute questions were 
used in the questionnaire.  The opinion questions recorded how respondents felt about 
certain issues or what they perceived to be true or false. As the researcher was interested 
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in how opinions and behaviour differ between respondents, the attributes of the different 
groups based on age, gender, education level and employment status, were explored in 
Section A.  The open-ended questions allowed the respondents to answer the relevant 
questions in their own way and the closed questions are Likert – style rating questions in 
which the respondents gave their opinions on a series of hindrances, statements or 
problems. Individuals were asked to rank the gravity of the potential hindrances in 
relation to his/her entry into formal employment and self-employment and answers were 
given on a 4 point Likert scale. The respondents had to categorize the hindrances as: (1) 
not a problem; (2) small problem; (3) medium problem; (4) and large problem. The 
wording of questions in this questionnaire was carefully considered by the researcher so 
as to be easily understood and to be familiar to the respondents. Some of the hindrances 
listed in Cichello,Almeleh, Mncube and Oosthuizen (2011), were used in their original 
form and other questions were modified to ensure that the responses would provide 
answers to the research questions of this study. The questions which were not adopted 
from Cichello, Almeleh, Mncube and Oosthuizen (2011) were developed by the 
researcher after having reviewed the literature carefully and extensively. The broad 
employability framework by McQuid and Lindsay (2005:209) was used to develop the 
categories and themes of most of the questions contained in the questionnaire. The 
following categories of variables such as transportation costs, information costs, family 
assistance and/or networks, skills endowment and recruitment factors are highlighted by 
McQuid and Lindsay (2005) and Cichello, Almeleh, Mncube and Oosthuizen (2011) as 
critical factors that may influence the employability and employment entry of the 
unemployed and employed persons. 
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CHAPTER FOUR 
 DATA ANALYSIS AND FINDINGS 
4.1 Research Locale 
The research was conducted in Bethelsdorp, a town in Nelson Mandela Bay Metropolitan 
Municipality in the Eastern Cape province of South Africa. The town is made up of   
Arcadia, Bethelsdorp SP, Hillside, Booysens Park, Cleary Park, Govan Mbeki,  Hillside, 
Salsoneville, Salt lake, Salt Pan, Sanctor, West End and Windvogel and the total 
population was 142 019 in 2010 (ECSECC 2012). 
 
 
 
According to the 2011 census the town has a racial makeup of 34, 1% Black African, 64, 
4% Coloured 0, 6% Indian and 0, 2% Whites. The number of persons (aged 20 years +) 
classified as illiterate have increased from 14 907 in 2005 to 15 020 in 2010 while the 
number of persons with no schooling (aged 15 + years) have declined from 3963 in 2005 
to 3765 in 2010. The number of people living in poverty was 54 319 which represents 
38% of the total population in Bethelsdorp. According to the census 2011 statistics, 3, 3% 
of the population have no schooling; 23, 7% have some primary school education; 43, 1% 
have some secondary school education and 19, 8% have a matriculation certificate. The 
majority of the residents have below matriculation qualifications and this impact 
negatively on their probability of gaining formal employment.  
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Table 1:  Biographical data of respondents 
 Employed:16-35 Employed:36-
50 
Unemployed:16-
35 
Unemployed:36-
50 
Females: Count 23 32 26 16 
Percentage 11.5% 16% 13% 8% 
Males: Count 29 37 24 13 
Percentage 14.5% 18.5% 12% 6.5% 
 
Table 1 shows that the sample was dominated by males which reflect the actual 
composition of the unemployed and employed strata within Bethelsdorp where more 
males are formally employed than females. Female representation within the unemployed 
strata of the sample was higher than that of the males confirming the national trend which 
shows that more females are unemployed in South Africa than males. The majority of 
unemployed participants had below matriculation qualifications and the overwhelming 
majority of the employed participants had post-matriculation qualifications. In line with 
the national trends and the actual unemployment ratios in Bethelsdorp, the largest 
proportion of the unemployed category was concentrated within the 16-35 age cohorts.  
 
4.2. Questionnaire data collected by means of a self-administered questionnaire  
In these sections the unemployed and employed respondents were asked to identify and 
rank certain hindrances in accordance with their perceptions. The analysis that follows 
identifies these barriers and highlights the disparities between the unemployed and the 
employed participants. A copy of the questionnaire used in the data collection process is 
given as Appendix A. Section A of the questionnaire related to the biographical data of 
the respondents and the remainder of the questionnaire (Sections B to E) addressed 
themes related to barriers to formal employment and self employment.    
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4.3. Perceptions regarding barriers to formal employment. 
Transport costs 
The results from this study indicate that the unemployed respondents are more 
constrained by transport costs than the employed respondents. Forty three per cent of the 
unemployed participants indicated that this hindrance was a “big problem” while only 
14% of the employed respondents cited it as such. The data suggest that some of the 
unemployed respondents do receive financial assistance with regard to transport fees 
from the employed members of their families. This hindrance seems to be a bigger 
problem for the unemployed males aged between 36 and 50 where 54% of the 
respondents from the latter group identified transport costs as a “big problem”. This result 
is not surprising as it demonstrates the negative impact of the Apartheid Spatial policies, 
which resulted in Blacks living far from the business centres and the consequent higher 
transport costs faced by Black South Africans.  
Newspaper costs 
The employed groups generally have easy access to newspapers as a source of 
employment information. An overwhelming majority of employed females (87%) 
indicated that this hindrance was “no problem”. The unemployed do not appear to be 
severely constrained by newspaper costs in this area, as only 35% of the total 
unemployed, indicated that they had a big problem with newspaper costs.  
 
Lack of searching knowledge  
The majority (62%) of the employed participants knew where to search for work. This 
implies that employed persons have the correct information and can therefore engage in 
effective job search.  In contrast to this, 46.1% of unemployed females aged between 15 
and 36 experienced a “medium problem” with this hindrance and 19.2% experienced a 
“big problem”. Thirty three percent of the unemployed males within the 16-35 age 
cohorts knew where to search for work and a further 37.5% indicated that this hindrance 
was a “small problem”. Unemployed males within the 36-50 age cohorts, display better 
knowledge than the other unemployed groups; 54% of them cited this hindrance as a 
“small problem”.    
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Family care giving responsibilities 
The unemployed do not appear to be severely constrained by this hindrance. Forty three 
per cent of all the unemployed participants ranked caregiver responsibilities as “no 
problem” and a further 42% cited it as a “small problem”. The employed groups were, 
however, less constrained than the unemployed groups: 77% of the latter groups cited 
care giving as “no problem”.  
Financial support from family and friends 
Thirty four per cent of all unemployed persons surveyed indicated that financial support 
from family members was a “big problem” and a further 22% cited it as a medium 
problem. Employed respondents were much less constrained by this hindrance as only 
11% cited it as a big problem. This implies that most of the employed respondents come 
from households with more disposable income than the unemployed.  
Lack of skills  
Consistent with the findings of Marock (2008), the unemployed in this study did not 
perceive their skills levels as a major problem. Forty two percent of unemployed females 
within the youth cohort indicated that they had a “small problem” with skills and abilities 
and a further 39% perceived it to be “no problem”. Thirty eight percent of unemployed 
female respondents within the 36-50 age cohort indicated that they perceived their own 
skills and abilities as a small problem and 44% of these unemployed respondents 
indicated that their skills and abilities were a medium problem. The majority of the 
unemployed male respondents aged between 15 and 36 perceived their own skill levels as 
either a “small problem” or “no problem”. Only two out of 29 unemployed respondents 
perceived this hindrance as a “medium problem”. Forty six per cent of the unemployed 
males aged between 35 and 50 perceived this hindrance as a “medium problem” while the 
majority of respondents indicated that it was either a small problem or no problem.  
 
Driver’s licence 
This hindrance was cited as a “big problem” by the majority (65.4%) of unemployed 
females aged between 15 and 36. Eighty seven per cent of employed females from this 
group indicated that they have a driver’s licence while 78% employed respondents aged 
between 35 and 50 indicated no problem with a driver’s licence. Half of the unemployed 
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males aged between 15 and 36 indicated that this hindrance was a “big problem” while 
33 % indicated that it was “no problem”. The majority (75.9%) of employed males aged 
between 15 and 36 indicated that they had “no problem” with this hindrance and the 
majority of unemployed males (54%), within the 36-50 age cohorts, cited this hindrance 
as a “big problem”. In contrast, the majority (65%) of employed respondents from the 
same group indicated that this hindrance was “no problem”. 
 
Lack of computer skills 
The majority of unemployed females (57.7%)   between the ages of 16-35 indicated that 
this hindrance was “no problem” while close to 80% of employed females indicated that 
they had “no problem” with computer skills. Fifty percent of unemployed respondents of 
the 36-50 age group indicated that their computer skills posed a medium problem while 
18.8 % indicated that it was no problem. Eighty four of employed females indicated that 
this hindrance was no problem. The result shows that the employed females across all age 
cohorts are much better equipped with computer skills than their unemployed 
counterparts. 
 
Government departments  
It is evident from the data that there is a lack of information regarding government 
initiatives and programmes amongst the unemployed. Surprisingly, the majority of the 
unemployed did not know which government department could assist them in finding a 
job. Forty two percent of the unemployed males and females stated that they had a “big 
problem” in this regard and a further 24% indicated that this hindrance was a “medium 
problem”. The employed displayed better knowledge about the functions of government 
departments. Fifty six percent of all the employed participants cited this hindrance as “no 
problem” and an additional 26% cited is as a small problem. This hindrance impacts 
negatively on the searching behaviour of the unemployed and it explains why the 
majority of unemployed respondents indicated that they did not know where to search.   
 
Recruitment agencies and discrimination 
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The perceptions pertaining to discriminatory practices by recruitment agencies are quite 
diverse. Most of the respondents from the employed groups do not perceive 
discrimination from the recruitment agencies as a major problem - 48% of employed 
respondents indicated that it was no problem, meaning that the agencies do not 
discriminate, and 31% cited it as a small problem. When asked to respond to the 
statement “I do not think the recruitment agencies choose people like me to go for job 
interviews”, 42% of the unemployed respondents, cited it as a “big problem”. 
 
The difference in perceptions between the unemployed youth and unemployed persons 
from the 36-50 age cohorts is striking: 63% of female respondents from the latter group 
perceived the recruitment practices of recruitment agencies as discriminatory and 58 % of 
male respondents, aged between 36 and 50 cited this hindrance as a big problem. A 
smaller percentage (31%) of unemployed females aged between 15 and 36 cited this 
hindrance as a big problem and only 33.3% of male respondents aged between 15 and 36 
indicated that it was a big problem.  
 
Knowledge about Government’s assistance to the unemployed. 
This hindrance was cited as a “big problem” by an overwhelming majority (73%) of the 
unemployed respondents. This implies that 73% of the unemployed “do not think that the 
government does enough to help people like them.” This result is interesting because the 
responses to an earlier statement “I do not know which government department can help 
me find a job” showed that the unemployed lack knowledge about specific government 
departments and their assistance to the unemployed. Nevertheless, the majority of the 
unemployed respondents stated that the government does not do enough to help them find 
jobs. Asked about  government agencies or bodies that help the youth find employment; 
58% of unemployed participants indicated that it was a big problem while a much smaller 
percentage (17%) of all employed participants cited it as a big problem. The difference 
between the responses of unemployed males (aged between 15 and 35) and unemployed 
males (aged between 36-50) is relatively large. Sixty six percent of unemployed males 
from the youth category indicated that they “do not know which government agencies or 
bodies can help the youth find employment” as opposed to the 23% of unemployed males 
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in the 36-50 age group who stated that they lack this knowledge too. Compared to 
unemployed males, unemployed female participants displayed less knowledge of 
government initiatives. Sixty nine percent of unemployed females within the 36-50 age 
cohort indicated that their knowledge about “government agencies and bodies that can 
help the youth” was a big problem and 62% of unemployed females from the 15-35 age 
cohort cited this hindrance as a “big problem”. 
 
When asked specifically about the unemployment services rendered by the Department of 
Labour, 50% of the female respondents aged 15-35, indicated that it was a “big problem” 
and 19% of unemployed females aged 36-50 cited it as a big problem. An additional 
56,3% stated that it was a “medium problem”. Although the results about this hindrance 
look better for unemployed males, it is still disappointing when one examines it more 
closely. Thirty eight percent of unemployed males of the 15-35 age group cited it as a 
“big problem” and a further 33.3% stated that it was a medium problem. None of the 
unemployed males from the 36-50 age groups cited this hindrance as a big problem - 
31% of this group has, however, indicated that it was a medium problem. The lack of 
information pertaining to government initiatives and programmes directed at the 
unemployed is evident amongst the unemployed surveyed in this study. 
 
Job creation by government and the private sector 
Across all the age and gender groups, the results reveal that the unemployed respondents 
hold the perception that government should play the dominant role in job creation. 
Among the unemployed females in the 15-35 age group, 54% indicated that they think 
“big companies are not creating enough jobs”, and 73% of this group stated that they “do 
not think the government is creating enough jobs”. Nineteen per cent of unemployed 
females aged between 36-50 years thought that “big companies do not create enough jobs 
and all (100%) of the unemployed within this group stated that they “do not think that 
government is creating enough jobs.” A similar trend is observable from the responses of 
the unemployed males, where 23% of unemployed males of the 36-50 year old age group 
indicated that big “companies do not create enough jobs” and 62% thought that 
government does not create enough jobs”. Forty six per cent of the youth component of 
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unemployed males indicated that “big companies do not create enough jobs and 54% of 
the same group thought that government does not create enough jobs.”    
 
Work experience 
In general, the unemployed males from both age cohorts do not perceive their “lack of 
work experience” as a major problem. Thirty eight percent of unemployed males in the 
36-50 age group cited this hindrance as no problem while 31% identified it as a medium  
problem. Forty two percent of the unemployed youth males cited it as no problem. When 
it comes to skills levels and work experience, the unemployed respondents appear to be 
overstating their own skills and attributes. Thirty five percent of the female respondents 
aged 15-35 cited their “lack of work experience as a “medium problem” and 75% of 
unemployed females aged between 36 and 50 agreed that this hindrance was a medium 
problem. 
Knowledge about sector education and training authorities 
It is an unexpected finding that the unemployed do not have adequate knowledge and 
information about the SETA’s. Forty three percent of all the unemployed respondents 
stated that they have a big problem with “knowledge about SETA’S and a further 37% 
cited it as a medium problem. The results from the employed respondents show that thirty 
four percent of these respondents had “no problem” with knowledge about the functions 
of the SETA’S and 25% had a small problem with this hindrance. The employed 
respondents did, however, display superior knowledge about SETA’s. 
 
Career guidance at school  
The majority of employed females from both age groups indicated that the quality of 
career guidance was either “no problem” or a “small problem”. Fifty one percent of 
employed females from the 15 to 35 year old age group stated that they had “no problem” 
with this hindrance and 35% of this group thought it was a “small problem”. Similarly, 
50% of the employed females aged between 36 and 50 stated that it was a small problem 
and 22% cited it as “no problem”. The responses from employed males are consistent 
with the results of the employed females. Forty five percent of employed males from the 
15 to 35 age group indicated “no problem with career guidance at school” and in 
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addition, 28 % cited it as a “small problem”. Thirty five percent of employed males aged 
between 36 and 50 years thought this hindrance was no problem and a further 35% 
agreed that it was a small problem.  
 
The results for the unemployed respondents are slightly different from the corresponding 
results for the employed participants. Thirty nine percent of unemployed females aged 
between 15 and 35 years stated that career guidance at school was a “medium problem” 
and 15% percent cited it as a “big problem”. Seventy five percent of unemployed females 
from the 36 to 50 year old age group cited their career guidance at school as a “medium 
problem” and nineteen percent of this group identified this hindrance as a “big problem”. 
This hindrance was cited as a medium problem by 29% of unemployed males aged 
between 15 and 35, and the same percentage, 29%, of respondents from this group cited it 
as a big problem. Thirty eight percent of unemployed males from the 36 to 50 year old 
age group indicated that they had a “big problem” with their career guidance at school.  
 
Career guidance at home 
The data suggest that the majority of employed participants perceive their career 
guidance at home as “no problem” or a “small problem”. Forty nine percent of all 
employed respondents cited that they “have received enough and proper career guidance 
at home” and 37% of this group cited it as a “small problem”. Twenty seven percent of 
all the unemployed participants viewed their career guidance at home as a “big problem” 
and a further 32% ranked this hindrance as a medium problem. The responses from the 
unemployed youth differ significantly from that of the unemployed respondents aged 
between the ages of 36 and 50. Thirty five per cent of the unemployed females aged 
between 16 and 35 stated that career guidance at home was “no problem” with 26.9% 
indicating that it was a small problem. Contrary to this trend, 50% of unemployed 
respondents aged between 36-50 indicated that career guidance at home was a “big 
problem”.  
Funding for further studies 
Ninety six percent of all the unemployed respondents across all groups indicated that they 
did not have money for further studies and indicated this hindrance as a “big problem”. A 
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significantly smaller percentage of employed respondents cited that money for further 
studies was a “big problem”. 
 
4.4. Perceptions regarding employer behaviour. 
Three open ended questions were posed to employed respondents and their responses to 
these questions are analysed below.  
 
List one thing that your current employer can do for you that will assist you in getting 
a promotion or higher level job. 
The overwhelming majority of respondents stated that employers can provide funding for 
further studies and “study subsidies to complete tertiary qualifications”. A Small group 
indicated that employers should give “fair opportunities” based on skill and 
experience”and provide “training opportunities for all workers”. 
 
Do you think that your present employer or your immediate boss prefer to promote 
people from other races? 
Approximately half of the participants did not think their employers are discrimating 
against them regarding promotions. The rest of the respondents indicated that their 
employers “prefer to promote people from other races”. One respondent stated that she 
was “not sure” and another one wrote “no comment”. 
 
Does your company spend enough money and time on training ad mentoring of its 
employees? 
A large proportion of the participants indicated that their employers “spend enough money 
and time on training” while a marginally larger proportion stated “no” to this question. The 
latter group qualified their answers with statements such as “training not frequent enough”, 
“not enough training”, “they do not seem to be interested”.  
 4.5. Perceptions regarding barriers to self- employment 
In this section, the self - reported hindrances to self-employment are analysed and 
compared with employer data from the Finscope (2010) and Statistics South Africa 
employer survey (2013).  
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How to start a small business 
Among the unemployed respondents, 32% indicated that they knew how to start a small 
business and an additional 33% stated that they had a “small problem” with this barrier. 
When a comparison is made between the perceptions of the unemployed respondents 
from the 36-50 age groups and the 15-35 groups, no major difference is noticeable. Thirty 
two percent of the former group stated that they have “no problem “with starting a 
business and 31% of the latter group cited this hindrance as “no problem.”  Twenty five 
percent of all the employed respondents perceived their knowledge of “how to start a 
small business as “no problem” and 26% as a small problem. The unemployed group 
perceives their own skills to start a business in a more favourable light than the employed 
participants.    
 
Loans to buy stocks/ start-up capital 
The lack of start-up capital is identified as a major constraint to engaging in self-
employment by the unemployed. The majority (67%) of all the unemployed respondents 
indicated that access to “loans to buy stocks or other materials” was a “big problem”. 
This result is consistent with the evidence of Cichello (2011) who found that a lack of 
start-up capital is a major constraint to self-employment activities in Khayalitsha, Cape 
Town. Only thirty one percent of all employed respondents indicated that this barrier was 
a big problem. According to the Stats SA employer survey (2013) the vast majority of 
informal business owners in South Africa use their own money to start businesses.  
Access to credit is however not enough to create a viable and sustainable small business 
sector in South Africa. Philip (2010) suggests that industrial policy, competition policy 
and small enterprise development should be linked to focus on the distribution of power 
and benefits in value chains and issues of market access. Philip (2010) asserts that the 
structure of the South African economy constrains job creation and small enterprise 
development. She states that capital-intensive industries operate within an environment of 
limited competition and this characteristic feature of the core economy excludes small 
business participation and it makes job creation expensive. 
 
Transportation costs to get products to the market 
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People living in historically Black residential areas are distant from the main markets and 
their potential suppliers. It is not surprising that 70% of all unemployed respondents 
stated that they had a “big problem” with transportation costs’. Similar to this finding, a 
lack of access to transport or high transport costs was cited as a major deterrent that 
impacted negatively on the lives of the people living in Khalyalitsha (Cichello, Almeleh, 
Mncube and Oosthuizen 2011). Among the employed respondents, a smaller percentage 
(21%) of participants cited transportation costs as a “big problem”. 
Crime /fear of robbery 
Contrary to the findings of Cichello, Almeleh, Mncube and Oosthuizen (2011) and the 
Finscope small business survey (2010), crime was not identified as a dominant barrier by 
the unemployed living in Bethelsdorp. The main risks identified by small business 
owners in the Finscope survey were theft of business stock and theft of business 
equipment. Among the young unemployed adults in the 16 to 34 year old age group, 79% 
of males and 30% of females identified this barrier as no problem. An additional 42% of 
females from the latter group indicated that it was a “small problem”. Seventy seven 
percent of unemployed males aged from 36 to 50 stated that they “are not afraid of 
robberies” and 56% of females from this group, cited it as a medium problem. The 
employed respondents appear to be more cautious and realistic in their responses related 
to crime. Thirty six percent of all employed participants cited crime as “no problem and a 
further 42% cited it as a small problem. The actual crime statistics for the Bethelsdorp 
area show that between 2005 and 2010 the cases of murder and sexual crimes have 
increased from 15 to 38 and 30 to 40, respectively while the number of cases of common 
robbery has declined from 30 in 2005 to 14 in 2010 (ECSCC 2010). 
   
Family and friends’ network 
Forty two percent of the unemployed respondents indicated that they “do not have family 
and friends who can help them succeed in the business”. A further 24% cited it as a 
medium problem. In contrast to all the other unemployed groups, 46% percent of the 
unemployed males from the older group from the 36-50 age group indicated that they had 
“no problem” with this hindrance, implying that they do have family and friends to help 
them succeed in the business. Only 12% of all employed respondents stated that this 
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hindrance was a big problem to them. Family and friend networks are an important 
source of start up capital for those small business owners who do not use their own 
money to start their businesses (SESE 2013).  
 
Government and small business support 
Among the unemployed respondents, 48% indicated that they have a big problem with 
this hindrance and an additional 29% of these respondents cited it as a “medium 
problem”. Twenty three percent of all the employed participants cited this hindrance as a 
big problem and a further 26% stated that it was a medium problem. The employed 
respondents displayed much greater access to information and much greater knowledge 
regarding government departments, programmes and initiatives directed at employment 
creation. The young unemployed adults in the 15 to 34 year old age group displayed a 
greater lack of knowledge about government assistance or departments that are able to 
assist them with small business advice, than the older groups: 62% of unemployed males 
and females showed that they “do not know which government department can assist 
them with small business advice”. According to the Finscope small business survey 
(2010) most small businesses owners (75%) across South Africa were not aware of 
organizations that give support and advice to small businesses.  
 
The government’s communication strategy with the unemployed is clearly not effective 
as a lack of knowledge about government initiatives and agencies were also observed 
under the previous sections B, C and D.  The results from the older age group (36-50) 
unemployed groups are mixed but in general more positive: Forty four per cent of the 
females indicated that this hindrance was a small problem and 38% cited it as a medium 
problem. Thirty one percent of unemployed males from this group showed that it was a 
big problem and 31% cited it as no problem.  
 
Small business management skills  
Forty nine percent of all the unemployed respondents indicated that they have “no 
problem” with their own skills and abilities to run a small business and an additional 
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32% identified this hindrance as “no problem. Twenty seven percent of all the employed 
respondents indicated that they have “no problem” with their own skills and abilities to 
run a small business and 29% cited it as a small problem. National and provincial 
employer surveys indicate that small business owners do not have adequate financial 
management and marketing skills. Across South Africa most small business owners of 
retail businesses had nothing in place to help them cope with theft and loss of business 
stock and a significant proportion do not own a bank account for their business (Finscope 
2010). Forty two per cent of small business owners in South Africa do not use financial 
services or products to manage their small business finances (Finscope 2010: 46). In 2001 
and in 2013 a larger proportion of small business owners stated that they need assistance 
with marketing compared with other type of assistance they require. Marketing was also 
the category in which the percentage of persons needing assistance increased the most 
between 2001 and 2013. The Eastern Cape Province was highlighted as one of three 
provinces where the percentage of people running informal businesses who needed 
marketing assistance was the highest.  
 
Success of small business/ business failure 
The respondent data suggest that the majority of the unemployed participants hold 
positive views regarding small business success in their residential area. Thirty nine 
percent of these respondents indicated that small business success in their area was a 
“small problem” and 33% cited it as “no problem”. Forty eight percent of all the 
employed participants cited this hindrance as a “small problem” and 30% indicated that 
small business success in their area was “no problem”.  The reality in South Africa is that 
the small business sector is very small and the survival rates are very low (Tregenna and 
Tselu 2012). In addition, turnover rates and profit margins are relatively small for most 
informal businesses. The Statistics South Africa employer survey (2013) reports that 
more than 50% of informal businesses had a turnover of R1500 or less per month and less 
than 10% of small businesses made net profits of more than R6000 in 2013. This survey 
further shows that the percentage of people running non-VAT registered businesses in the 
Eastern Cape declined from 10,1% in 2001 to 9,1% in 2013.Philip (2010) points out that 
small business success requires “much higher levels of mentorship” and “intermediation” 
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with regard to market insight and external market access. This is critical as most small 
business owners in the previously disadvantaged areas have limited knowledge of the 
“value propositions” in external markets as small-businesses in the informal sector often 
do not have links with businesses or markets in the formal sector. Small business owners 
cited “space to operate” and “competition” as the dominant obstacles to growth (Finscope 
2010). 
 
4.6. SECTION E 
In this section the respondents were asked to respond to a range of open-ended questions, 
which were derived from the statements made to the respondents in the previous sections.  
What can government do for you or the unemployed to help you find a job” was as 
follow: 
The overwhelming majority of unemployed and employed respondents stated that the 
government should provide “free training; more learnerships; apprenticeships and study 
bursaries”. Requests for funding dominate all the other answers: respondents want 
“funding for short courses”; “funding to complete matric” and funding for further studies. 
Some of the respondents specified short courses such as “hairdressing courses and 
computer courses” to “empower them”.  
 
What can government do for you or the unemployed to start your own business? 
Similar to the responses to the first question, funding was listed as the main answer by 
the vast majority of all respondents. The answers ranged from requests for free 
entrepreneurial courses; “business skills courses”; “start-up funds”; and funding to allow 
the unemployed to attend business skills courses. These two themes - funding for 
business studies and funding as start-up capital, were dominant in this section.  A 
significantly large number of respondents stated that “government should not allow 
“people from other countries” to start their businesses here. Philip (2010) highlights the 
fact that policies aimed at mitigating constraints such as lack of business skills, lack of 
access to credit are not enough as small scale producers in local markets and rural areas 
have to compete in relation to price, quality, payment terms, packaging and brand 
recognition and this is not viable.   
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Do you think companies choose people from other race groups for jobs before they 
choose a person from your race group?  
The responses to this question were very mixed and some respondents showed a great 
deal of uncertainty. The unemployed respondents mainly felt that companies do 
discriminate against them, and made statements such as “I’m not black enough to get a 
job” and others stated that “Blacks (referring to Africans) are appointed first”, “you are 
competent for the position, but you are not Black enough”. A strong anti-affirmative 
sentiment could be observed from the responses of the unemployed, “It’s all about 
affirmative action”. The majority of employed respondents indicated that companies do 
not discriminate and a small section of the unemployed themselves stated that they do not 
think companies discriminate against people like themselves. 
 
Do you think that job agencies choose people from other races to go for interviews 
before they choose a person like you?  
A significant proportion of the respondents stated that they do not think “agencies are the 
problem – the problem lies with the companies”. In similar vein, others stated that” the 
companies instruct the agencies as to the race and qualifications” and therefore they think 
that if there is any form of discrimination, it stems from the companies. Another group of 
respondents wrote that they “do not know”; “is unsure” and some wrote that they “have 
no experience with job agencies”. A general theme emerging from the employed groups 
is that they do not think the agencies discriminate but a large proportion of the 
unemployed stated that job agencies do discriminate without motivating their statements.   
 
Do you think it is a good idea for the Department of Labour to give career counseling 
services and advice to the unemployed in the areas where they live? 
Across all the different groups, the reply to this question was “yes”. Some stated that “it 
is much needed in our area”; and others mentioned that it “can explain where we can go 
look for work” and one respondent stated that “they only do that in the Black areas”. 
Others stated that they “don’t know which jobs to apply for” and one respondent wrote 
  48 
that “it will give her a better understanding of which career is best for her”. A few 
mentioned that it will “save them trips to the DOL offices in “town”.  
 
Write down any other issues or problems that prevent you from getting a job. 
Once again, lack of funding was on top of the list and the overwhelming majority of the 
respondents stated that “lack of funds “was the main problem. There is a lack of funds for 
starting small businesses and to further their studies. The lack of funds amongst the 
unemployed drive most of the other identified barriers including transportation costs for 
job search; transport costs to get small business products and materials to places where 
they are needed and it contributes greatly to the lack of skills and low educational levels 
in this area. Among the unemployed, a significant group wrote statements about what 
they perceived as discrimination barriers. The respondents wrote that “they choose the 
Black over the coloured instead of looking at the best skill”;” Blacks are given jobs first”; 
“it’s about who you know and not what you know”; “they appoint their own families and 
friends first”.   
 
4.7. Research questions and analysis. 
 
What are viewed as the major causes of unemployment across South Africa and in 
Nelson Mandela Bay? 
 
The most often cited interrelated causes of unemployment in South Africa are skills 
shortages, skills-biased growth, slow economic growth and labour market inflexibility. 
Recent studies are focusing more on labour market institutions and labour market issues 
such as, access to employment, job search behaviour, lack of work experience, and the 
lack of jobs.  The view that economic growth is necessary but not sufficient for lowering 
unemployment rates is confirmed in all the literature. Other contributing factors cited by 
numerous authors include; the brain drain, the surge in labour force participation among 
the youth and women from the mid-1990s, the inability of the labour market to absorb 
new entrants and the deficiencies in education and training for the Black population.  
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What government initiatives have been deployed and how successful were these 
initiatives in reducing unemployment? 
 It is well established in the literature that the EEA and the BBBEEA Acts have not led to 
significant and substantive progress in the reversal of white domination at middle to top 
management levels. Affirmative action policies which attempt to redress the unequal 
distribution of employment by race have largely been unsuccessful.  
The job creation objective of GEAR was also not achieved. There is consensus in the 
literature that the SETA’s are not succeeding in their aim to improve the skills levels in 
the country and some authors ascribe this to ill-functioning and a misalignment of labour 
needs and learnerships. Many temporary jobs were created under the EPWP programme 
but its scale and scope was limited. The ASGISA targets of halving poverty and 
unemployment by 2014 have not been achieved.  
How does labour Market inflexibility cause unemployment and how does it constrain 
employment in South Africa. 
Although the South African labour market is not overly regulated the evidence suggests 
that the new labour legislation (post 1994) had negative consequences on the employment 
levels and job creation in the country. Large South African manufacturing firms reacted 
to the post-apartheid labour market legislations by hiring fewer workers, substituting 
capital for labour when expanding, and employing temporary workers as opposed to 
hiring permanent workers and sub-contracting services. The perceived high levels of 
firing costs caused firms to reduce employment levels and to shift from formal 
employment to atypical forms of employment. The evidence further suggests that the 
minimum wage caused statistically significant declines in hours of work in the wholesale 
and retail sector, domestic work and the security sector. The decline in union membership 
after 1997 has not decreased trade union power to increase the wages of their members. 
Wages of unionized workers appeared to have increased, while those of non unionized 
workers remained to a large extent stable. The complementarity or lack of substitution 
between skilled and unskilled workers with the skills constraint dampens the employment 
growth of less-skilled workers.  
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CHAPTER FIVE 
 
                                                            CONCLUSION 
5.1 Introduction 
The theoretical framework suggests that unemployment is caused by diverse factors 
including insufficient economic growth; low skills levels; lack of access to jobs; lack of 
jobs; and labour market constraints. The evidence further suggests that government 
initiatives have largely been unsuccessful in changing and improving the skills profile of 
the economically active citizens and more importantly these initiatives have failed to 
significantly reduce the high and persistent unemployment levels in the country. The 
results from this study reflect, to a large extent, the national patterns pertaining to 
unemployment and the views held by the residents of Bethelsdorp coincide with the 
views held nationally. The questionnaire data suggest that the unemployed in Bethelsdorp 
are constrained by the following barriers which impede all their efforts to enter formal 
employment and self employment in the labour market: 
 
•  Lack of information: about job vacancies, government assistance programmes 
and government departments and agencies that can assist the unemployed. 
Similarly, there is a serious lack of information regarding small business support 
and programmes. 
•  Lack of funds: transport fees to interviews; transport monies to markets where 
they may obtain goods for small business activities; funds to start a small 
business; funds for further studies 
• Low education levels:   although the unemployed do not cite their own skills as a 
major problem in this area, the objective statistics show that illiteracy rates for 
persons in Bethelsdorp 20 years and older, increased from 14 907 in 2000 to 15 
020 in 2010.  The census (2011) data show that the vast majority of the 
unemployed in this area have a matriculation certificate or below matriculation 
qualification. Coordinated interventions by department of education and private 
education institutions to up skill the unemployed through short courses or 
reintegrating them into schools, FET colleges and private colleges. 
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• Lack of a support network; this hindrance impacts negatively on the unemployed 
individuals who would like to enter into self-employment activities. 
• Lack of small business management skills; residents in this area have been 
excluded from entrepreurial activities for many years under Apartheid and have 
limited experience in this regard. Small business owners across South Africa do 
not have adequate financial management skills and most small business owners 
do not have coping strategies in place that can help them in the event of theft or 
business stock loss.  
• Lack of effective career guidance - this barrier impacts negatively on the career 
choices and search behaviour of the unemployed and it compounds the 
informational problems faced by this group. Marock (2008) found that the career 
component of the life skills curriculum in schools was not implemented 
effectively .In addition she found that some life skills educators “did not have the 
appropriate knowledge and skills”. The majority of the unemployed in this study 
cited career guidance at school as a medium to big problem and this is consistent 
with the findings of Marock (2008).  
• Lack of intensive job search- the lack of information and lack of transport money 
have the combined effect of deterring the unemployed from intensive job search 
in Bethelsdorp. This finding confirms the view of Leibbrandt (2010) that the less 
intensive job search patterns of unemployed South Africans, due to transport and 
information costs, causes unemployment. It further supports the assertion by 
Philip (2010) that “spatial inequality”, the geographical disconnection between 
the unemployed and the labour market, reproduces economic marginalization. 
 
The main barriers to self employment highlighted in this study and in the employer 
surveys include: lack of financial management skills; lack of marketing skills; a lack of 
access to start up capital and a lack of access to value chains in the mainstream economy.   
5.2. Recommendations 
Policymakers should develop a package of different policies and strategies to counteract 
the negative effects of these employment barriers. The unemployed are confronted by 
multiple short–term and structural hindrances which intersect compounding the desperate 
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situation that the unemployed find themselves in. Short-term and long-term measures 
should therefore be put in place to enhance the quality of the labour supply and to 
enhance the labour demand. These measures may include:                                    
 
• Coordinated interventions by department of education and private education 
institutions to enhance the quality of the labour supply through training and 
retraining the unemployed through short courses or reintegrating them into 
schools, FET colleges and private colleges.   
• the introduction of small business training and mentoring workshops;    
•  improved communication and outreach programmes by the government 
departments to effectively market specific government employment and advisory 
programmes and projects;  
• specific outreach services that take career information, skills development 
information, and entrepreneurial advice offered by organizations and government 
departments to the small business owners and the unemployed residents of 
Bethelsdorp; 
•  improved outreach programmes, led by the Sector Education and training 
authorities, to provide learnership information and to compile a broader database 
of the unemployed;  
•  Department of Labour  and Department of Trade and Industry outreach 
programmes that target schools in Bethelsdorp to provide information to youth 
regarding all their employment services; 
• Department of Trade and Industry outreach programmes targeting the 
unemployed, small business owners and potential small business owners to 
inform them of existing financial assistance programmes offered by the DTI and 
other organizations and agencies associated with the DTI. 
• National Youth Development Agency outreach programmes taking information to 
schools about their services and assistance programmes for the youth. 
• Conditional youth/search subsidies to enhance job search activities; transition 
from education to work programmes for high school learners and final year 
students at tertiary institutions; 
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• Improved engagement of large private sector companies in an apprenticeship 
system;  
• The introduction of work experience programmes which can bridge the gap 
between schools and the labour market;  
• To address the lack of financial management and lack of marketing management, 
policy makers should offer free training courses in these fields. In Brazil the 
Sabrae initiative offers several courses free of charge to small business owners 
(for example, how to start a small business, financial analysis and Planning etc.). 
In addition, Sabrae disseminate technologies and incentives to innovate in the 
services sector. 
• The lack of access to value chains in the mainstream economy: Policymakers 
should move towards the establishment of a coordinated organization such as the 
Sabrae in Brazil that provide expert, one stop business solutions across the 
country. The Sabrae initiative support and intermediate business linkages between 
small businesses and large private sector companies. It specifically builds the 
capacity of small businesses who want to supply big demands and want to engage 
in competitive value-chains.  
• Youth employment subsidies should be implemented to make training of young 
workers affordable to employers and to lower the cost of hiring a young person 
and simultaneously improve the permanent employability of participants. The 
government should also evaluate and identify specific microfinance programmes 
for potential micro-entrepreneurs in Bethelsdorp and initiatives to lower the 
transport costs by pooling the self-employed to negotiate collective rates for the 
transport of goods to and from this residential area. 
• A South African Sabrae initiative can complement all existing Government 
initiatives and support small business development through effective, efficient and 
expert assistance.  
 
The above active labour market policies and strategies can ease the negative effects of the 
existing hindrances to employment and therefore increase the probability of job entry for 
the unemployed in this area. Active labour market policies and policies which aim to 
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mitigate the constraints such as lack of capital, lack of business skills are not enough to 
reduce the unemployment rates. The structure of the South African economy constrains 
job creation and small business development and policymakers should therefore adopt a 
holistic approach which links the policies of the DTI and small business development.  
The research suggests that small businesses success and in particular high –value niche 
markets is contingent on much higher levels of mentorship and intermediation. Specific 
instruments and strategies will need to be identified that will effect a change in access 
and distribution within value chains and the buying behaviour of big retailers.  
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APPENDIX A: QUESTIONNAIRE 
  
IMPROVING EMPLOYMENT: 
RESEARCH SURVEY 2014 
 
 
 
 
 
This survey is being carried out to find out what the hindrances or barriers 
are that prevent you from getting a job in the formal sector or the self 
employment sector. The answers will help us to improve the policies and 
programmes to reduce unemployment in Bethelsdorp.  
 
 
ALL INFORMATION WILL BE TREATED IN THE STRICTEST 
CONFIDENCE. 
The questionnaire will take you about twenty minutes to complete. Please 
answer the questions in the space provided. You cannot be identified from 
the information you provide and no information about individuals will be 
given to anyone.  
 
 
WHEN YOU HAVE COMPLETED YOUR QUESTIONNAIRE 
PLEASE HAND IT OVER TO THE RESEARH ASSISTANT. 
 
I hope you find completing the questionnaire enjoyable and thank you for 
taking the time to help us. If you have any queries or would like more 
information about this research, please call me on 0739723200.  
 
Thank you for your help:  
 
Ms Virginia Frank 
Masters (Development Studies) 
Nelson Mandela Metropolitan University   
Port Elizabeth 
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                           QUESTIONNAIRE 
 
INSTRUCTIONS: 
1. UNEMPLOYED PERSONS SHOULD ANSWER SECTIONS: A, B, D, AND E. 
2. EMPLOYED PERSONS SHOULD ANSWER SECTIONS: A, C, D AND E.  
 
SECTION A  
Kindly mark the right box with an x to indicate your age, gender and employment status. 
 
 
Age:             16-25                              26- 35                          36 – 50        .   
   
Education:  Below grade 12             Grade 12                    college or university     .   
 
Gender:                                              male                             female            .      
 
Employment status:                          unemployed                 employed       .  
 
 
SECTION B.          (Employed persons must skip this section) 
In this section you are given a list of problems or hindrances that may be preventing you from 
getting a job. Please mark the box which best explains your opinion with an X. Thank You. 
 
1.      I do not have transport money to go and look for a job on a regular basis. 
          
No problem          small problem              medium problem           big problem        .  
          
 
2. I do not have enough money to buy newspapers to get information on job openings. 
         
No problem         small problem           medium problem            big problem          . 
 
  
3. I cannot find any work when I go out to search for employment. 
           
No problem         small problem           medium problem             big problem         .   
    
 
4. I do not know where to search for a job. 
           
No problem         small problem          medium problem              big problem      .   
 
 
5. I cannot go and search for a job because I have to take care of other family members. 
           
No problem           small problem           medium problem             big problem       . 
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6. I do not have family or friends to loan me money to go and search for work. 
         
No problem            small problem            medium problem           big problem         .   
 
 
7. I do not have the skills and abilities that will help me get a job. 
          
No problem             small problem             medium problem           big problem       . 
 
 
8. I do not have a driver’s license. 
          
No problem           small problem            medium problem            big problem           .     
 
 
9. I do not have good computer skills.  
           
No problem           small problem           medium problem              big problem      . 
 
  
10. I do not know which government department can help me find a job. 
            
No problem           small problem            medium problem            big problem        .         
 
 
11. I do not think the job agencies choose people like me for jobs. 
             
No problem           small problem           medium problem            big problem        . 
 
 
12. I do not think the government does enough to help people like me find a job. 
            
No problem            small problem           medium problem             big problem        . 
 
  
13. I do not know which government agencies or bodies can help the youth find employment. 
           
No problem         small problem           medium problem            big problem       . 
 
 
14. I do not know what the Umsombomvu Youth Fund can help me with.  
             
No problem           small problem            medium problem           big problem        .   
  
15. I do not know what the Department of Labour can help the unemployed with. 
           
No problem           small problem             medium problem             big problem        . 
 
16. I do not think the big companies create enough new jobs for the people. 
            
No problem           small problem             medium problem           big problem         .   
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17. I do not think the government is creating enough jobs. 
             
No problem          small problem            medium problem             big problem         . 
  
 
18. I do not think that I received enough and proper career guidance at school. 
           
  No problem           small problem            medium problem           big problem       .     
 
 
19. I do not think that I have enough work experience. 
           1                              2                                      3                                      4 
No problem          small problem              medium problem           big problem         .   
 
20. I do not think that I have received enough and proper career advice at home. 
            
No problem         small problem             medium problem             big problem        . 
 
 
21. I do not know what the Sector Education Authorities (SETA’S) do for the unemployed. 
            
No problem           small problem            medium problem             big problem         . 
 
22. I do not know what a SETA learnership is. 
            
No problem          small problem             medium problem            big problem         .  
 
23. I do not have money to further my studies. 
         1                                2                                   3                                           4 
No problem            small problem            medium problem            big problem         . 
 SECTION C. Unemployed persons must skip this section. Thank you. 
 
1. I did not have transport money to go and look for a job on a regular basis. 
         
No problem           small problem             medium problem              big problem       .                 
 
 
2. I did not have enough money to buy newspapers to look for job advertisements. 
            
No problem            small problem             medium problem           big problem        .    
 
 
3. I did not know where to search for work. 
           
No problem               small problem            medium problem          big problem      .    
 
 
4. I could not go and search for a job on a regular basis because I had to take care of family 
members. 
           
No problem             small problem            medium problem        big problem          . 
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5 .I did not know where to search for a job. 
            
No problem           small problem           medium problem          big problem           .     
 
 
6. I did not have friends or family to loan me money to go and search for a job. 
             
No problem       small problem              medium problem        big problem              .      
 
 
7. I did not know which government department could help me find a job. 
            
No problem               small problem            medium problem          big problem         . 
 
 
8. I do not think the recruitment agencies choose people like me to go for job interviews. 
         
No problem            small problem            medium problem          big problem    .               
 
 
9. I do not have a driver’s license. 
          
No problem           small problem            medium problem            big problem           .     
 
 
10. I do not have good computer skills.  
            
No problem           small problem           medium problem              big problem      . 
 
 
11. I do not think that I received enough and proper career guidance at school. 
           
  No problem           small problem            medium problem           big problem       .     
 
 
 
12. I do not think that I have received enough and proper career advice and guidance at home. 
            
No problem         small problem             medium problem             big problem        . 
 
 
13. I do not know what the Sector Education Authorities (SETA’S) do for the unemployed. 
            1                               2                                   3                                           4 
No problem           small problem            medium problem             big problem         . 
 
14. I do not know what a SETA learnership is. 
           1                               2                                   3                                          4 
No problem          small problem             medium problem            big problem         .  
 
15. I do not have money to further my studies. 
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         1                                2                                   3                                           4 
No problem            small problem            medium problem            big problem         . 
16. I do not know which government agencies or bodies can help the youth find employment. 
          1                               2                                   3                                        4 
No problem         small problem           medium problem            big problem       . 
 
 
17. I do not know what the Umsombomvu Youth Fund can help the unemployed with.  
            1                               2                                     3                                     4 
No problem           small problem            medium problem           big problem        .     
 
 
18. I do not know what the Department of Labour can help the unemployed with. 
           1                               2                                      3                                       4 
No problem           small problem             medium problem             big problem        . 
 
 
19.   List one thing that your current employer or bosses can do for you that  will  assist you in 
getting a promotion/higher level job.-----------------------------------------------------------------------------
----------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------- 
 
 
20. Do you think that your present employer or your immediate boss prefer to promote people 
from other races to higher level jobs? Please provide a reason for your answer. 
.---------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------- 
 
 
21. Does your company spend enough money and time on training and mentoring of its 
employees? Please provide reasons for your answer.---------------------------------------------------------
----------------------------------------------------------------------------------------------------------------------------
----------------------------------------------------------------------------------------------------------------------------  
 
SECTION D 
In this section the idea is to find out from you what the hindrances or problems are that 
prevent you from starting your own business.  
  
1. I do not know how to start a small business. 
        1                                  2                                        3                                      4 
No problem             small problem              medium problem            big problem      . 
 
2. I cannot get anyone to loan me the money I need to buy stocks or other materials that I need to 
start the business. 
         1                                 2                                         3                                     4 
No problem           small problem            medium problem               big problem    . 
 
3. The transportation costs to get myself or my products where they need to be are too expensive. 
           1                                2                                        3                                     4 
No problem             small problem             medium problem             big problem    . 
 
4. I am afraid I will be robbed if I own a small business. 
          1                                 2                                       3                                       4 
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No problem            small problem             medium problem              big problem     .    
 
5. I do have friends and family members who can help me succeed in this business. 
          1                                 2                                      3                                       4 
No problem          small problem            medium problem                big problem      .    
 
 
6. I do not know which government department can give me help and advice on how to start a small 
business. 
          1                                 2                                       3                                      4 
No problem          small problem               medium problem               big problem     . 
 
7. I do not have the skills and abilities to run a small business. 
          1                                 2                                      3                                         4 
No problem       small problem               medium problem                 big problem      .    
 
 
8. I do not think a small business will succeed in my area. 
           1                             2                                          3                                      4 
No problem           small problem            medium problem              big problem      .    
 
SECTION E 
Please feel free to write down any answer that you think is right. Thank You. 
 
1.What is the most important thing that the government can do for you  or the unemployed to help 
you/them find a job?-------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
--------------------------------------------------------------------------------------------------------------------------------- 
2. What can the government do for you or the unemployed to help you start your own business?-------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
--------------------------------------------------------------------------------------------------------------------------------- 
3. Do you think that companies choose people from other race groups for jobs before they choose a 
person from your race group?-------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
--------------------------------------------------------------------------------------------------------------------------------- 
4. Do you think the job agencies choose people from other races to go for interviews before they 
choose a person like you?  
 
 
5. Do you think it’s a good idea for the Department of labour to give career counseling services and 
advice to the unemployed people in the areas where they live? (Why?) ---------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
--------------------------------------------------------------------------------------------------------------------------------- 
6. Write down any other issues or problems that prevent you from getting a job or starting your own 
business.----------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
------------------------------------------------------------------------------------------------------------------------ 
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APPENDIX B  : DATA TABLES 
 
TABLE 1.1                           UNEMPLOYED FEMALES: 16-35    
 
Questi
ons 
No Problem: 
Count 
 
% 
Small Problem: 
Count 
 
% 
Medium 
Problem: Count 
 
% 
Big Problem: 
Count                                          % 
1 8 30.8 2 7.7 4 15.4 12                                                46.2       
2 11 42.3 3 11.5 5 19.2  7                                               26.9   
3 1 3.8 3 11.5 6 23.1 16                                              61.5 
4 6 23.1 3 11.5 12 46.1 5                                                19.2 
5 10 38.5 12 46.1 4 15.4 0 
6 6 23.1 11 42.3 2 7.7 7                                                26.9 
7 10 38.5 11 42.3 4 15.4 2                                                  3.8 
8 5 19.2 3 11.5 1 3.8 17                                              65.4 
9 15 57.7 3 11.5 5 19.2  3                                               11.5 
10 3 11.5 5 19.2 7 26.9 11                                              42.3 
11 3 11.5 7 26.9 9 34.6 8                                                30.8 
12   4 15.4 7 26.9 16                                              61.5 
13 2 7.7 2 7.7 6 23.1 16                                              61.5 
14 2 7.7 5 19.2 4 15.4 16                                              61.5 
15 2 7.7 6 23.1 6 23.1 13                                              50 
16 1 3.8 6 23.1 6 23.1 14                                              53.8 
17 1 3.8 3 11.5 4 15.4 18                                              73.1 
18 7 26.9 6 23.1 10 38.5 14                                              15.4 
19 4 15.4 6 19.2 9 34.6 9                                                34.6 
20 9 34.6 7 26.9 6 23.1 5                                                19.2 
21 2 7.7 3 11.5 6 23.1 16                                              61.5 
22 6 23.1 8 30.1 4 15.4 9                                                34.6 
23     1 3.8 25                                              96.2 
 
 
                                   
TABLE 1.2                                              EMPLOYED FEMALES: 16-35 
 
      
Questions No Problem 
Count 
 
% 
Small Problem 
Count 
 
% 
Medium 
Problem: 
Count 
 
% 
Big 
Problem 
Count 
 
% 
 1             20 86.9 3 13     
2 20 86.9 3 13     
3 16 66.7 4 17.4 3 13   
4 18 75   2 8.7 3 13 
5 15 65.2 8 34.8     
6 15 65.2 5 21.7 3 13   
7 14 60.9 6 26.1   3 13 
8 8 21.2 9 39 3 13 3 13 
9 20 86.9     3 13 
10 17 73.9 3 13 3 13   
11 13 51.2 8 34.8   2 8.7 
12 16 69.6 7 30.4     
13 5 22 10 43.5 5 21.7 3 13 
14 11 47.8 7 30.4 3 13 3 13 
15 2 8.7 8 34.8 6 26.1 7 30.4 
16 1 4.3 14 60.9 5 21.7 3 13 
17   14 60.9 6 26.1 3 13 
18 2 8.7 21 91.3     
 
TABLE 1.3                                    FEMALES UNEMPLOYED:   36-50 
 
 
Questions No 
problem: 
Count 
 
 
% 
Small problem: 
 
Count 
 
 
% 
Medium 
problem: 
Count 
 
 
% 
Big Problem: 
 
Count 
 
 
% 
1   3 18.7 7 43.8 6 37.5 
2   6 37.5 5 31.3 5 31.3 
3     4 25 12 75 
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4   8 50 6 37.5 3 18.8 
5 2 12.5 8 50 6 37.5 0  
6   4 25 2 12.5 10 62.5 
7 3 18.8 6 37.5 7 43.8 0  
8 4 25     12 75 
9 3 18.8 3 18.8 8 50 2 12.5 
10     9 56.3 7 43.8 
11   1 6.3 5 31.3 10 62.5 
12     2 12.5 14 87.5 
13   1 6.3 4 25 11 68.8 
14   1 6.3 3 18.7 12 75 
15   4 25 9 56.3 3 18.7 
16   5 31.3 8 50 3 18.7 
17       16 100 
18   1 6.3 12 75 3 18.8 
19   3 18.7 12 75 1 6.3 
20   2 12.5 7 43.8 8 50 
21   5 31.3 9 56.3 2 12.5 
22   13 81.3 2 12.5 1 6.3 
23       16 100 
 
 TABLE 1.4                         EMPLOYED FEMALES: 36-50 
           
Questions No Problem: 
Count 
 
% 
Small Problem: 
Count 
 
% 
Medium 
Problem: 
Count 
 
% 
Big Problem 
Count                   % 
1 17 53.1 5 15.6 4 12.5 6                       18.8   
2 22 68.8 2 6.3 4 12.5 4                        2.5 
3 23 71.9 3 9.4 1 3.1 5                        15.6 
4 22 68.8 4 12.5 0  6                        18.8 
5 23 71.9 3 9.4 3 9.4 3                          9.4 
6 17 53.1 4 12.5 7 21.9 4                       12.5 
7 20 62.5 7 21.9 1 3.1 4                        12.5 
8 13 40.6 11 31.3 4 12.5 5                        15.6 
9 25 78.1     7                        21.9 
10 27 84.4   2 6.3 3                        9.4 
11 7 21.9 16 50 2 6.3 7                        21.9 
12 16 50 10 31.3 4 12.5 1                         3.1 
13 10 31.3 9 28.1 7 21.9 6                       18.8 
14 16 50 8 25 1 3.1 7                       21.9 
15 4 12.5 10 31.3 10 31.3 8                       25 
16 9 28.1 10 31.3 4 12.5 10                     31.3 
17 7 21.9 11 34.4 3 9.4 11                     34.4 
18 10 31.3 11 34.4 4 12.5 7                        21.9 
 
  TABLE 1.5                        MALES UNEMPLOYED 16-35-TOTAL 24 
                 
Questions 
 
No 
Problem: 
Count 
 
% 
Small 
Problem: 
Count 
 
% 
Medium Problem: 
Count 
 
% 
Big Problem: 
Count 
 
% 
1 8 33.3 3 12.5 4 16.6 9 37.5 
2 7 29.1 3 12.5 7 29.1 7 29.1 
3   3 12.5 9 37.5 12 50 
4 8 33.3 9 37.5 3 12.5 4 16.6 
5 14 58.3 8 33.3 1 4.1 1 4.1 
6 4 16.6 5 20.8 7 29.1 8 33.3 
7 10 41.6 12 50 2 8.3   
8 8 33.3 4 16.6   12 50 
9 15 62.5 2 8.3 6 25 1 4.1 
10 5 20.8 2 8.3 3 12.5 14 58.3 
11 2 8.3 11 45.8 3 12.5 8 33.3 
12 1 4.1 1 4.1 6 25 16 66.6 
13   5 20.8 3 12.5 16 66.6 
14   1 4.1 4 16.6 19 79.1 
15 4 16.6 3 12.5 8 33.3 9 37.5 
16 4 16.6 4 16.6 5 20.8 11 45.8 
17 2 8.3 1 4.1 8  13 54.1 
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18 6 25 4 16.6 7 29.1 7 29.1 
19 10 41.6 5 20.8 8 33.3 1 4.1 
20 6 25 7 29.1 9 37.5 2 8.3 
21 2 8.3 1 4.1 8 33.3 13 54.1 
22 3 12.5 7 29.1 4 16.6 10 41.6 
23   1 4.1 1 4.1 22 91.6 
 
 
 
TABLE 1.6                                     EMPLOYED MALES: 16-35 TOTAL 29 
                                               1                                         2                                       3                            4 
Questions No Problem: 
Count 
% Small Problem: 
Count 
 
% 
Medium 
Problem:Count 
 
% 
Big Problem: 
Count 
 
% 
1 17 58.6 4 13.8 4 13.8 4 13.8 
2 20 68.9 4 13.8 3 10.3 2 6.9 
3 16 55.2 8 27.6 3 10.3 2 6.9 
4 25 86 2 6.9   2 6.9 
5 16 55.2 6 20.7 4 13.8 3 13.8 
6 20 68.9 2 6.9 3 10.3 4 13.8 
7 14 48.3 9 31 5 17.2 1 3.4 
8 10 34.5 8 27.6 6 20.1 5 17.2 
9 22 75.9 1 3.4    20.1 
10 16 55.2 10 34.5 3 10.3   
11 13 45 8 27.6 6 20.1 2 6.9 
12 14 52 9 31 4 13.8 2 6.9 
13 11 37.9 6 20.7 8 27.6 4 13.8 
14 14 48.3 10 34.5 2 6.9 3 10.3 
15 6 20.7 9 31 3 10.3 11 37.9 
16 9 31 9 31 9 31 2 6.9 
17 8 27.6 9 31 9 31 3 10.3 
18 9 31 9 31 7 24.1 4 13.8 
 
TABLE 1.7                                         MALES UNEMPLOYED 36-50  
 
Questions  No Problem: 
Count 
 
% 
Small 
Problem: 
Count 
 
% 
Medium 
Problem: 
Count 
 
% 
Big Problem: Count  
% 
 1                               2 15.3 3 23.1 1 7.6 7 53.8 
2 2 15.3 1 7.6 9 69.2 1 7.6 
3   3 23.1 3 23.1 7 53.8 
4 3 23 7 53.8 3 23.1   
5 8 61.5 5 38.4     
6 2 15.4 3 23.1 6 46.1 2 15.3 
7 5 38.4 2 15.3 6 46.1   
8 3 23 3 23.1   7 53.8 
9 6 46.1   6 46.1 1 7.6 
10 3 23 7 53.8   3 23.1 
11 3 23 1 7.6 2 15.4 7 53.8 
12     1 7.6 12 92.3  
13   6 46.1 4 30.7 3 23 
14   2 15.3 5 38.4 6 46.1 
15 3 23.1 6 46.1 4 30.7   
16 3 23.1 3 23.1 4 30.7 3 23 
17 1 7.6   4 30.7 8 61.5 
18 2 15.4 2 15.3 4 30.7 5 38.4 
19 5 38.4 2 15.3 4 30.7 2 15.3 
20 3 23.1 1 7.6 3 23.1 6 46.1 
21 3 23.1 1 7.6 6 46.1 3 23.1 
22 3 23.1 7 53.8   3 23.1 
23       13 100 
 
 
TABLE 1.8                          EMPLOYED MALES: 35-50 
 
                                                  
Questions 
No
Problem:Count 
 
% 
Small 
Problem:Count 
 
% 
Medium 
Problem; 
Count 
 
% 
Big 
Problem: 
count 
 
% 
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1 16 43.2 6 16.2 8 21.6 7 18.9 
2 18 48.6 11 29.7 4 10.8 4 10.8 
3 20 54.1 9 24.3 4 10.8 4 10.8 
4 28 75.6 6 16.2   3 8.1 
5 18 48.6 11 29.7 3 8.1 5 13.5 
6 17 45.9 12 32.4 3 8.1 5 13.5 
7 20 54.1 9 24.3 3 8.1 5 13.5 
8 17 45.9 9 24.3 6 16.2 5 13.5 
9 24 64.9 6 16.2   7 18.9 
10 23 62.2 9 24.3 2 5.4 3 8.1 
11 13 35.1 13 35.1 6 16.2 5 13.5 
12 13 35.1 19 51.4 2 5.4 3 8.1 
13 15 40.5 5 13.5 8 21.6 9 24.3 
14 18 48.6 9 24.3 5 13.5 5 13.5 
15 14 37.8 3 8.1 11 29.7 9 24.3 
16 18 48.6 7 18.9 7 18.9 5 13.5 
17 16 43.2 9  6 16.2 6 16.2 
18 17 45.9 11  5 13.5 4 10.8 
 
 
                                         SECTION D 36-50 
 
TABLE 1.9                        Employed females 36-50 
 
        
Questions No Problem: 
Count 
 
% 
Small 
Problem:Count 
 
% 
Medium 
Problem: count 
 
% 
Big Problem: 
count 
 
% 
1 9 31.3 4 12.5 11 34.4 8 25 
2 3 9.4 10 31.3 9 28.1 10 31.3 
3 4 13 13 41 5 15.6 10 31.3 
4 5 15.6 11 34.4 8 25 7 22 
5 9 28.1 10 31.3 8 25 5 16 
6 4 13 4 12.5 10 31.3 14 43.8 
7 8 25 7 21.9 14 44 3 9.4 
8 7 22 9 28.1 8 25 9 28.1 
 
 
TABLE 1.10          UNEMPLOYED FEMALES SECTION D:    36-50 
 
Questions No Problem 
:count 
 
% 
Small Problem; 
count 
 
% 
Medium 
Problem:Count 
 
% 
Big Problem: 
count 
 
Count 
1 3 18.8 5 31.3 7 43.8 1 6.3 
2   1 6.3 4 25 11 68.8 
3   1 6.3 2 12.5 13 81.3 
4 1 6.3 6 37.5 9 56.2   
5 1 6.3 2 12.5 4 25 10 62.5 
6   7 43.8 6 37.5 3 18.8 
7 4 25 10 62.5 2 12.5   
8 3 25 7 43.8 4 25 1 6.3 
 
 
TABLE 1.11               EMPLOYED FEMALES 16-35 SECTION D 
 
Questions               No Problem; 
Count 
 
% 
Small Problem: 
Count 
% Medium Problem: 
Count 
 
% 
Big Problem: 
count 
 
% 
1 5 21.7 11 43.5 7 30.4   
2 5 21.7 4 17.4 8 34.8 6 26.1 
3 5 21.7 5 21.7 13 56.5   
4 3 13 13 56.5 5 17.4 11 8.7 
5 8 34.8 12 52.2 3 13   
6 5 21.7 8 34.8 6 26.1 3 13 
7 8 34.8 10 43.5 2 8.7 3 13 
8 3 13 16 69.6 4 17.4   
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TABLE 1.12                   UNEMPLOYED FEMALES 16-35 SECTION D   
                                                                                                          
Questions No problem: 
count 
 
% 
Small Problem: 
count 
 
% 
Medium 
Problem:Count 
 
% 
Big Problem: 
Count 
 
% 
1 9 34.6 9 34.6 4 15.4 4 15.4 
2   4 15.4 6 23.1 16 61.5 
3   3 11.5 6 23.1 17 65.4 
4 7 26.9 11 42.3 3 11.5 6 23.1 
5 6 23.1 3 11.5 7 26.9 10 38.5 
6 2 7.7 2 7.7 7 26.9 15 57.7 
7 5 19.2 14 53.8 4 15.4 3 11.5 
8 6 23.1 13 50 1 3.8 6 23.1 
 
TABLE 1.13                          UNEMPLOYED MALES 16-35 SECTION D 
                                 
Questions No Problem: 
Count 
 
% 
Small 
Problem:Count 
 
% 
Medium 
Problem:Count 
 
% 
Big 
Problem:Count 
 
% 
1 7 29.2 8 33.3 5 20.8 4 16.7 
2     7 29.2 17 70.8 
3   3 12.5 5 20.8 16 66.7 
4 19 79.2 3 12.5 1 4.2 1 4.2 
5 6 25 2 8.3 5 20.8 11 45.8 
6 2 8.3   6 25 16 66.7 
7 8 33.3 11 45.8 5 20.8   
8 10 42 8 33.3 2 8.3 4 16.7 
 
    TABLE 1.14                                              EMPLOYED MALES 16-35 SECTION D 
Questions No Problem: 
count 
 
% 
Small Problem: 
Count 
 
% 
Medium 
Problem: Count 
 
% 
Big Problem 
Count 
 
% 
1 8 27.6 8 27.6 10 34.5 (3 10.3 
2 8 27.6 5 17.2 9 31 7 24.1 
3 7 24.1 6 20.7 9 31 7 24.1 
4 15 51.7 11 37.9 3 10.3   
5 6 23.1 14 48.3 6 20.7 3 10.3 
6 7 24.1 8 27.6 11 37.9 3 10.3 
7 10 34 13 44.8 4 13.8 2 6.9 
8 8 27.6 9 31.0 5 17.2 7 17.2 
 
 
TABLE 1.15                                              UNEMPLOYED MALES 36-50: SECTION D 
                      
Questions No Problem: 
Count 
 
% 
Small 
Problem:Count 
 
% 
Medium 
Problem:Count 
 
% 
Big Problem: 
Count 
 
% 
1 6 46.2 4 30.8   3                 23.1 
2     3 23.1 10 76.9 
3   2 15.3 2 15.3 9 69.2 
4 10 76.9   3 23.1   
5 6 46.2 2 15.3 3 23.1 2 15.3 
6 4 30.8 1 7.7 4 30.8 4 30.8 
7 8 61.2 4 30.8 1 7.7   
8 7 53.8 3 23.1   3 23.1 
         
 
TABLE 1.16                                  EMPLOYED MALES 36-50 
 
Questions No Problem: 
Count 
 
% 
Small Problem; 
Count 
 
% 
Medium 
Problem 
 
% 
Big Problem: 
Count 
 
% 
1 8 22 9 24 15 41 5 14 
2 4 11 8 22 10 27 15 41 
3 4 11 8 22 15 41 9 24 
4 16 43 16 43 1 3 4 11 
5 7 19 14 38 9 24 7 19 
6 11 30 10 27 8 22 8 22 
7 9 24 5 14 14 38 9 24 
8 8 22 14 38 8 22 7 19 
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